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Pr ef ace

by

Ant hony P. Carneval e
Chai r man
Nat i onal Commi ssion for Enpl oyment Policy

The American Econony and

The econony, without question, defines these times. 1In 1992, it was the

dom nant and determ native issue of the presidential canpaign. Once equally
evocative and partisan issues —crine, foreign policy, and reproductive freedom
—all seenmed to fade in the face of public concern over the recession. 1In the
end, what propelled one candidate into the Oval Ofice and the other into
retirement, was their different views on the current and future course of a
changi ng econony.

From mar ket gl obalization to the advent of new and rapidly advancing
technol ogi es, the nation is confronted with how best to neet the challenges of
econom ¢ change. Wiile it is common to paint a picture of the economc

| andscape with bold strokes, the health of the econony is not solely determ ned
by the broad driving powers of government and industry. American economc well -
being is also a product of participatory efforts at the local level. Access to
capital and technol ogy, political stability, and the ability to create and
distribute wealth contribute to economc growh. However, the Anerican worker
al so plays a critical role in the quest for national prosperity. This is
particularly true at a tine when the econonmy demands a nore flexi ble and highly
skilled | abor force able to respond to and keep pace with such phenonena as
technol ogi cal progress and structural change.

VWhen the di sadvantaged, the chronically unenpl oyed, the uneducated, and those

wi t hout access to job training, are unable to participate in a progressively
noder n econony, they suffer —but the econony suffers as well. Enployers are
unlikely to locate or thrive in communities where the unskilled reside and whol e
conmuni ties deteriorate because unenpl oynent and | ow wages erode the tax base
and services for all.

the Private I ndustry Counci

Private Industry Councils (PICs) play a critical role in the devel opnent of the
American worker. And now that the Cinton adm nistration has proposed sweeping
refornms of the Enploynment Service systemto neet the needs of the workforce, it
i s conceivable that even nore of the burden for human resource devel opnent will
fall on local bodies like Private Industry Councils.

First created by legislative mandate in 1978, PICs augnent private sector
participation in federal job training prograns. In 1982, PICs becane the
principal |ocal governing agent of federal job training prograns established



under the Job Training Partnership Act. Since over 80 percent of all jobs exist
in the private sector, policymakers sensibly sought the inclusion of private
enpl oyers in a training process intended primarily to neet their |abor needs.
VWiile the law requires that the majority of volunteers on PIC boards consist of
private enployers, a broad spectrum of conmunity nenbers, including |abor
education, welfare, community, and econom c devel opnent organi zations, are

repr esent ed.

In accordance with the dictates of JTPA, Private Industry Councils design
wor kf orce policies and objectives, afford direction and insight into the

requi renents of |ocal |abor nmarkets, and nake suggestions about how best to
sati sfy the needs of community enployers. As it stands, prograns funded by the
Job Training Partnership Act serve over one mllion | owincome and unenpl oyed
peopl e annual Iy, placing 750,000 participants in pernmanent jobs and an
additional half-mllion young people in sumer jobs. PICs also enforce
conpliance with JTPA standards.

Pl C menbers, therefore, are endowed with a great deal of responsibility for JTPA
trai ni ng operations, including understanding the |aws governi ng prograns funded
under JTPA, the devel opnent of programpriorities and program eval uation, as

wel | as fiscal oversight.

Thi s gui de, which was financed and devel oped by the National Comni ssion for
Enpl oynment Policy (NCEP) and the National Association of Private Industry
Councils (NAPIC), is intended to educate PIC nmenbers about their potential and
role in the creation of a qualified workforce and, consequently, a strong
econony.

I would like to thank everyone involved in this project, including Garrison J.
Moore, who served as the primary author of this handbook, as well as Robert
Ainsworth of the NCEP and Lorrel Humber of NAPIC, both of whom supplied

i nval uabl e editorial assistance. | also thank NAPI C Presi dent Robert Knight,
who directed the project, Elayna Mnts, who hel ped produce the report, and Kay
Drake Jones of the National Alliance of Business, who aided with research

The National Comm ssion for Enploynent Policy, an independent federal agency
charged with advising the President and Congress on a broad array of enpl oynment
and training issues, is staffed with a nunber of experts on local training

i ssues, including the devel opment and operation of Private Industry Councils.

We hope that this guide serves its public well, because the PIC volunteer is
nore than just a steward of a governnent training program The |arger chall enge
is to build the human resource base for the |ocal econony, to integrate and
coordi nate the diverse education, recruitnment, hiring, training, and retraining
efforts of institutions, enployers, and individuals in your conmunity.



| nt roducti on
How To Use Thi s Handbook

Thi s handbook was prepared by the National Conm ssion for Enploynent Policy and
the National Association of Private Industry Councils to provide Private

I ndustry Council menbers with clear information, in an easy-to-use format, on
how to performtheir duties effectively. The handbook is designed to be used in
conjunction with Private Industry Council new nenber orientation training.

Two conpani on publications, A Trainer's Guide to Private Industry Council Menber
Orientation, based on this handbook, and A Guide to Major Federal Job Training
Prograns, are available to assist trainers in conducting orientation for new PIC
menbers. QO her publications available from NAPI C and useful in the orientation
of new nenbers include PICs as Strong Boards of Directors: Devel oping the
CGovernance Capability of Private Industry Councils and An Expanded Rol e for

Pl Cs: Building a Wrkforce Investnent System Additional useful source
materials are listed in the bibliography at the back of this handbook

Organi zati on of the Handbook

The aut hors of this handbook have organized it, first, to give new PIC nenbers a
general overview of their duties, and then to provide specific information
needed to carry out those responsibilities.

The first chapter, Wat's a PIC To Do?, deals with the general history and
functions of Private Industry Councils along with some tips on getting started
as a council nmenber.

The second chapter, The Big Picture: Wrkforce Investnment and the American
Econony, discusses the econom c context in which the PIC operates. It discusses
rel evant economic, human capital, and training theory and provides an
introduction to | abor market ternms. The relation anong education, training, and
econom ¢ devel opnent and the special needs of various groups (mnorities,

di sl ocated workers, youth, etc.) are discussed in this chapter as well.

The third chapter, Wrking Smarter: The Education and Training Systemin

the United States, provides a history of this country's education and training
prograns; an overview of the job training systemat the federal, state, and

| ocal levels; and a general description of various job training |laws and

progr amns.

Chapter Four, Nuts and Bolts: Admnistering the Job Training Partnership

Act, reviews allowable activities, the delivery of services, contracting, and
performance goal s under JTPA. Coordination and col | aborati on between JTPA and
ot her prograns and agencies are covered here as well.

The final chapter, Becomng an Effective PIC Menber, provides a general review
of PIC responsibilities and practical guidance to new PIC nenbers. This chapter
covers the PICrole (partnership with | ocal governnent, board role, broad |abor
mar ket functions) and duties (oversight, strategic planning, priority setting,
coordi nation). It discusses the crucial inmportance of working with PIC staff,
service providers, and enployers, as well as the special contributions

i ndi vidual PIC nenbers can bring to the table. Special sections cover avoiding
problens in the contract review process and techni ques for enhancing the quality
of PIC neetings.



Chapt er One
VWhat's a PIC To Do?

Wy Private I ndustry Council s?

No nation can prosper over the long run w thout an educated and trained
wor kf orce. Wile natural resources, fertile |land, enlightened econom c poli cies,
and other factors contribute to the health of an econony, the strength of the
econony depends to a great extent on the quality of the workforce.

Yet the Anerican education and training systemoften | acks focus when it cones
to workforce devel opment and to serving the needs of those who require education
and training services nost. Private Industry Councils were established

t hroughout the United States to bring focus to these workforce devel oprment

i ssues.

VWhat Are Private Industry Councils?

Private Industry Councils are locally organized, privately |led boards set up in
formal partnership with local elected officials to:

1. Pronmot e the devel opnment of a coherent workforce investnent system
t hrough the fundi ng and coordi nati on of local efforts to educate,
train, and place individuals in permanent, unsubsidized enpl oynment.

2. Establish policies for the effective and account abl e expenditure of
Job Training Partnership Act funds in coordination with other |oca
education and training activities.

3. Pronot e econoni ¢ conditions necessary to support the creation of new
enpl oynent .

Oigins

Private Industry Councils were first created as an experinental program under
the Private Sector Initiative Programin 1978 to increase private sector

i nvol venent in federal job training progranms and becane the chief governing
agent of those progranms under the Job Training Partnership Act of 1982.

Later legislation relating to the training and pl acenent of welfare recipients,
federal funding of vocational education, and prograns for dislocated workers
provi ded additional oversight responsibilities for the PICs. Al though JTPA was
significantly amended in 1992, the role of the PICs was not greatly affected.

Pl C Menber shi p

By |l aw, private enployers nust conprise a mpjority of each Private Industry
Council and the PIC chair is always a representative of the private sector
Private sector nenbers are chosen froma slate of nonm nees recomended by | ocal
busi ness organi zati ons such as the Chanber of Commerce. Local elected officials
appoi nt new council nenbers, usually in consultation with the PIC, froma

geogr aphi c service delivery area (SDA) designated by the governor. To neet the
| egal requirenents a PIC nust have at |east 16 nenbers. There is no upper limt
on the size of the PIC as long as the proportions and representation are
consistent. The typical PIC, however, has 25 to 30 nenbers.



PI C Functions and Duties

The primary function of the PICis that of an active and strong board of
directors. The PIC brings together enployers, educators, |abor representatives,
and program adm ni strators to:

1. Provi de gui dance and insight into the needs of the |abor market and
the skills required for successful enploynment in the | ocal econony.

2. Devel op policies and neasurabl e goals for workforce devel oprment
efforts in coordination with others concerned with education and
traini ng.

3. Provi de i ndependent oversight and ensure accountability in the

expendi ture of funds consistent with the appropriate | aws and
est abl i shed poli cies.

It is the duty of PIC nmenbers to be conscientious in understanding the

| egi slative requirements of prograns funded, to develop programpriorities, to
est abl i sh open and accountabl e contracting policies and procedures, to be kept
regularly inforned on staff nonitoring and eval uati on of progranms, and to ensure
t hat adequate fiscal controls and reporting procedures are in place.

In carrying out these duties, the PICis establishing policies to be inplenented
by others. The role of the board is to del egate nanagenment and to keep focused
on the long-termgoals. |If policies are clear, consistent, and fair, the PIC
shoul d not have to spend a large part of its tine deciding who gets funded,

resol ving di sputes between staff and contractors, or maki ng personnel deci sions.

The Service Delivery System

The PIC exercises its responsibilities in a geographic service delivery area
(SDA) composed of a city, county, or any conbination of cities and counties,
determ ned by the governor of each state according to guidelines in the Job

Trai ning Partnership Act.

I deally, the SDA coincides with a single |abor narket area, but many SDAs,
especially in sparsely popul ated rural areas, cover much |l arger areas. In sone
| arge nmetropolitan areas, several SDAs share the sane broad | abor market area
because cities or counties with nore than 200, 000 peopl e have the right to be
automatically designated as SDAs. The size, popul ation density, and economc
characteristics of the SDAwill present the PIC with unique chall enges and
opportunities. The fact that the service delivery areas often do not coincide
with the jurisdictions of other enploynent-related prograns (such as school and
community college districts) may al so present chall enges to coordi nati on anong
| ocal education and training-related activities.

Service Delivery Area Organization

The ternms PIC and SDA are often used interchangeably to designate the |local JTPA
organi zation. They are different, however. |In the sinplest terns the PICis
the board itself and the SDA, as an admi nistrative entity, is the adm nistrative
staff. The PIC nmakes policy, the SDA executes policy. The follow ng explains
how.

To ensure the responsi ble use of public nonies, JTPA requires that a grant



reci pient and an SDA adm nistrative entity be designated by the Private

I ndustry Council in collaboration with |ocal elected officials. The grant
recipient is the fiscal agent for all funds flowing to the SDA and nust be an
i ncorporated body (public or private) with sound financial systens.

The SDA administrative entity may be the sane organi zation as the grant

reci pient or another body. Usually they are the same. The SDA admi nistrative
entity (usually referred to sinply as the SDA) is responsible for the

adm ni stration of |ocal JTPA prograns and usually provides the staff for the
PI C, though the PIC may choose to hire independent board staff. The

adm ni strative and fiscal functions are nost often handl ed by units of |oca
government, though in about a quarter of SDAs coll eges, private nonprofit
organi zati ons, or incorporated Pl Cs handl e these functions.

In the latter case, Private Industry Councils may, with the agreenent of |oca
el ected officials, incorporate as public corporations and assune the

adm nistrative and fiscal responsibilities for JTPA progranms. In this case the
PICis still the board of directors and its staff is the SDA admi nistrative
entity. However, although about two-thirds of the 640 PICs are incorporated,
nost do not act as administrative entities or grant recipients.

Private Industry Council Organization

VWhet her it is incorporated or not, the PICis free to determne its own interna
organi zation. The PIC deci des whether to have committees and their nunber, the
frequency of neetings, whether to have PIC retreats for strategic planning

pur poses, and other organi zational issues. Mst PICs neet 10 to 12 tines a year
and nost have a conmmittee structure. For new PIC nenbers, a conmittee structure
provi des an opportunity to learn how the PIC functions and to actively
participate in its decisions.

Staffing

To carry out its responsibilities, the PIC nost often depends upon SDA

adm nistrative staff. The SDA staff may include individuals whose full-tine
responsibility is to assist the PICin its board functions in addition to those
who adm ni ster JTPA prograns. The SDA director reports directly to the PIC but
may al so be an enpl oyee of the |ocal government or other organization. Thus,
policy agreenent between the PIC and the director's enployer is essential to
snoot h functioning of the PIC/ SDA operati ons.

Fundi ng

The PICis free to solicit and accept funds fromany public or private source to
carry out its mandates within the service delivery area —either in its own
nane, if the PICis incorporated, or through the SDA adnministrative entity, if

it is not incorporated. VWhile many Pl Cs/ SDAs have nultiple sources of funding,

t he basic funding for JTPA prograns cones by allocation determ ned by federa

| aw and distributed by the governor in each state.

Except for special national prograns and activities, all of the approximately
$4.3 billion in JTPA funds flow fromthe federal governnent to the states and
fromthere to local areas. Core funding is authorized and allocated by formul a
to the SDAs under Title Il of the Act. Some JTPA prograns (e.g., the dislocated
wor kers program) allow the state to distribute funds to organi zati ons ot her than
the SDA. On the other hand, some states have chosen to direct non-JTPA state or
federal program funds through the SDA system



Enpl oynment and Training Services to Participants

Services to clients include such activities as recruitnent, intake, eligibility
determ nati on, counseling and other supportive services, basic education

cl assroomtechnical instruction, on-the-job training, and job search assi stance.
These may be provided directly by SDA staff, by subcontractors, or through

nonfi nanci al agreenents with other organizations. My SDAs provide at | east
some direct client services (nost often recruitnent, intake, and eligibility
determ nation). In the vast majority of cases, basic education and vocationa
training are provided by subcontractors who nmay be either public or private
agenci es.

Careful coordination of prograns funded under JTPA with those of other agencies
can significantly increase the quality and quantity of services available in a
given community. Part of the PIC s responsibility is to deternm ne how this can
be done nost effectively.

A Note on Partnerships

Once appointed, the PIC nmenber will likely find the term partnership used
frequently and often rather | oosely. It should be renenbered, however, that a
partnership is an arrangenent by which all parties both contribute and benefit.
O herwise the termis reduced to the level of platitude.

Private Industry Councils have the rights of full legal partners with |ocal
governments. This means that both parties nust agree to specified nmajor

deci sions regardi ng the organi zati on and adm nistration of the prograns under
their purview

Successful PICs also find that, to be effective, it is necessary to form
partnerships with a variety of public and private organi zati ons. These
partnershi ps may involve financial arrangenents or may be nonfi nanci al
agreenments anong agencies with simlar or overlapping goals such as high schools
or the Enpl oyment Service.

Fi ndi ng the bal ance of interests anpbng the parties in all these partnerships is
t he nost chal | engi ng undertaki ng faced by Private Industry Councils. If PICs
are unable to find this balance, their so-called partners will sinmply not play
and, to the extent they don't, the PIC s policies, prograns, and initiatives
will be ineffective.

The Chal | enge

In the final analysis, a PIC s challenge is to bring together key | ocal decision
makers to oversee and coordinate efforts to build a quality workforce capabl e of
conpeting in the world econony. The test of whether PICs are neeting the
chal l enge is the quality of placenents of people in jobs; how many of those nost
in need of services get placed; how nuch they get paid; and their prospects for
career devel opnent .

VWil e the councils have direct responsibility for the expenditure of funds from
the Job Training Partnership Act, they have the larger m ssion of using those
resources to facilitate the efficient and effective use of a nmuch broader base
of local resources, including those available for the Enpl oynment Service,

wel fare job training prograns, vocational and technical education, genera
education, and social services. 1In the day-to-day operations of the Private



Industry Council it is often easy to forget the broader m ssion in favor of nore
i medi ate differences over the funding of special causes, mcro-managenent of
staff, turf wars anong agencies, and all manner of other bureaucratic evils.

Cetting Started

For the new PI C nmenber the workforce devel opnent system can be confusing. Here
are sone tips that may help the new Pl C nmenber get started

1. Study the econony. Your value as a PIC nenber is greatly enhanced as your
i nsight into your |ocal econony and job market increases. Usefu
information is available froma variety of sources. The State Enpl oynent
Service, for exanple, provides the raw facts: how many jobs there are in
each industry, the kinds of jobs people hold, estimates of the size of the
popul ation and its characteristics, enploynment and unenpl oynent fi gures,
enpl oyment trends, and general wage |evels.

Human resource nmanagers —several of whom may be nenbers of your PIC —are
anot her val uabl e source of information. They can provide details on who
is being hired, the trends in skill requirements, the skills they need and
are unable to find.

2. Meet the custonmers. Any quality organization will be responsive to its
customers' needs. The PICs' primary custonmers are program partici pants
and employers. PIC nenbers will want to devel op a personal know edge of
these groups. Find opportunities to neet enployers who hire program
partici pants —and those that don't —to determ ne their needs and how
wel |l they are being met. Talk to program participants for the sane
reasons. Beware of organizational biases. If you are froma public
agency, it may be difficult at first to appreciate the concerns of private
enpl oyers, for instance.

3. Fi nd out about education and training. You will need to know what
institutions and organi zati ons provide services in your community. Wich
school s, coll eges, technical schools, conmunity-based organi zati ons, and
other prograns are involved in workforce devel opnent? What is their
enroll ment? How do they determ ne what to teach? Wat happens to their
graduates? Talk with individuals at the institutions to find out their
needs and concerns.

4. Learn the law. You are responsible for carrying out specific |egislation
(e.g., the Job Training Partnership Act). Do not depend on others to
explain what's in it before you have read it. Read it, then ask what it
means. Beware of being entrapped in red tape.

Renenber: That which is not forbidden is permtted.

5. Get to know the staff and service providers. The professionals who staff
the SDA and the PIC are your best source of information on the daily
operations and requirenents of the prograns they adm nister. Learn their
needs, interests, and concerns. This can greatly reduce the likelihood of
confusi on and m sunderstandi ng as you participate in PIC policy
del i berations. Most PICs and SDAs contract for services. The SDA staff
can also arrange for the PIC as a whole, its commttees, or individua
menbers to visit training sites to talk to the service providers about
their concerns and interests.



10.

Study the performance nunbers. One of the primary responsibilities of the
PICis to provide programoversight. Enploynent and training prograns
keep very good records and provide excellent reports on the nunber of
peopl e served, the nunmber placed in jobs, costs, etc. Learn to read these
reports and talk to the staff and other PIC nenbers about what you have
read. When you visit service providers ask them about the data on their
progr amns.

Promote staff and PIC training. It is not only the participants who need
to learn. The quality of the PIC and its staff depends on how well and
regularly they are trained. Support systematic orientation and training
of both staff and PIC nenbers.

Use your networks. You have been appointed to the PIC because you
represent a |larger group (enployers, |abor, education, etc.). Talk to
your col | eagues about the issues the PICis facing. Get their views.
Get theminvol ved where appropriate.

Practice patience and pronote success. The workforce devel opment system
is conplex and not always rational. You will need to have patience at
times to make the kind of changes you may think are obvious. On the other
hand, the systemis filled with dedi cated, underpaid, and overworked

prof essionals. Make sure they get the credit when they deserve it.

Renenber the taxpayer. Effective job training is an investnent with a
return that can be nmeasured for many years. However, poorly planned and
adm ni stered prograns are an expense which will underm ne public
confidence in job training prograns. Make sure your comunity gets its
noney's worth.



Chapter Two
The Big Picture: Wrkforce Investnment and the American Econony

The Big Picture. |Inagine that you are on a nountaintop overl ooking the
entire service delivery area. O rent an airplane and fly over the SDA from
one end to the other. Wat do you see? Land, houses, schools, offices,
factories, streets, railroads, highways, airports, cars and trucks, people.
Look at the scene with the eye of one who is concerned about jobs and
training. Wo works in all those places and what do they do? Wy are al
t hose people on the streets and hi ghways? Wo doesn't have a job and
why?

Thi nk about it. What drives your |ocal econony? Which conpanies do
what ? Why are those conpani es where they are rather than sonewhere
el se? Wiomdo they hire? Wy do they hire sone people and not others?
How di d those people learn to do their jobs? What do the jobs pay and
why? Who is supporting all those people who are not worki ng?

VWho does it take to keep the heating, lights, and tel ephones operating in
t hose buildings? What are the skills needed to keep all those cars and
trucks on the road? How does all that stuff get to the supermarket or the
mal | so conveniently for you to buy? Whomdoes it take to pay all those
sal aries? Your salary? Thousands of workers converge silently and
invisibly on your life every day. These workers have jobs they have had to
| earn sonewhere, sonehow. \Were? How?

It is unlikely that PIC nenbers know the answers to all of these questions, but
they are of concern. |If the PICis to direct and coordi nate a workforce

i nvestment system it will need to know what it is investing in. PIC nenbers
will need to know how their piece of the global econonmy works and where the
opportunities and pitfalls are. This chapter will help PIC nmenbers take a fresh
| ook at these questions.

The Econony and “Hunman Capital”

It is atruismthat the econony is conplex. The follow ng provides a much
sinmplified overview of the econom c basis for investnent in education and
training. Mch of it will seemlike commbn sense. But it has not always seened
so.

Machi nes, Mney, and Peopl e

The econony depends on the skills of all of the individuals in the workforce
woven together into a culture of production and consunption. Unfortunately, the
econony is often presented in ways that disguise this. It is easier to describe
the econony in terns of statistics, buildings, machines, products on store

shel ves, and especially noney. But the nunbers and rates are only reflections
of the decisions and actions of people. The machines and buil dings are

i nani mate objects if you pull the people away fromthem The products represent
only a small part of overall economic activity conmpared to services.

As for noney, we tend to forget that noney is a human invention; an agreenent as
to the relative claimof each of us to the goods and services avail able; a
nmeasure and store of val ue dependent upon the ability and w | lingness of people
to produce or provide. What we call nopney these days is usually an intangible



blip on a conputer somewhere; |less than 10 percent is actual cash. Money works
only because we all agree it works.

Certainly the econony would not function as it does w thout noney or technol ogy
or products and services. The statistics nmeasure real things. But the
strength of the econony still rests on the skills, know edge, and actions of
those who work for a living, fromcarpenters and secretaries to executives and
engi neers. This view has not always been accepted by econonists or the genera
public. Many still believe that noney and technol ogy have power independent of
t he peopl e who produce and use them

Human Capital Theory

In the past econom sts treated | abor as a fungi ble commodity where one worker
was essentially interchangeable with any other. Enployers in their own
self-interest would al ways choose | ower wages until wages approached the |evel

of bare subsistence. (It was not w thout reason that econom cs was known as the
“di smal science.”)

It was believed that enploynment and unenpl oynent would rise and fall with
changes in broad econom c factors of supply and demand which in turn could only
be affected by general nonetary and fiscal policies, if that. Since econom sts
assuned that nost jobs were unskilled or sem skilled, people could nove into

j obs as the econony expanded and demand for |abor increased.

But about 30 years ago econom sts began to realize that this theory didn't

expl ain a nunber of things very well. For instance, as the econony approached
full enploynent, a |ot of people who wanted to work still couldn't find jobs.
At the same time, places with | ow wages and surplus workers did not have an

aut omati ¢ advant age over those with higher wages in the conpetition for jobs
even when the | owwage areas al so had nore abundant natural resources and ot her
advant ages. (As the noted econom st John Kenneth Gal braith asked at the tine:
“Why is Denmark rich and West Virginia poor?”)

Things like transportation costs, the availability of investment funds,
infrastructure (transportation, conmunications, etc.), and technol ogy (better
techni ques and machi nes) had an i npact on enpl oynent and wages but they did not
expl ain nost of the differences between poor and rich areas.

Over tine it was recogni zed that the biggest factor affecting enpl oynment, wages,
and overall prosperity was the level of skills, know edge, and abilities of the
wor kf orce. The somewhat awkward termthat economi sts use to describe this is
“human capital” to distinguish it frominvestnent capital (nmoney) and capita
equi prent used to produce a final product.

It is now widely recogni zed that the places that have the best educated and
trai ned workforce, and have the best systens of workforce investnent, have a
di stinct advantage in terns of enploynent, wages, and general econonic
prosperity. The workforce is nore productive and thus worth nore.

Less devel oped countries, which are often rich in natural resources, are poor in
| arge part because their people |lack the education and skills needed to conpete
in the world market. Economically successful countries fromSwitzerland to

Si ngapore, on the other hand, are often poor in natural resources but never |ack
for a skilled workforce



This is not sinply a matter of having nore coll ege graduates. Walthy countries
i ke Denmark and Japan have proportionately no nore coll ege graduates than does
the U S. Wat they have is nore devel oped systens of educating, training, and
retraining the mai nstream of the workforce. Though each is different, all have
a |l ong-term agreenent anmong enpl oyers, workers, educators, and governnent to
ensure the devel opment of a skilled workforce —a workforce i nvestnent system

Conversely, individuals with low skills may not be able to find enpl oynent even
in times of prosperity because the available jobs require skills they don't
have. This unenpl oynent, caused by a | ack of education and skills, is a form of
j obl essness sonetines called “structural unenploynent” to distinguish it from
“cyclical unenploynment,” caused by recessions, and short-term“frictiona

unenpl oynment ,” whi ch occurs normally as people enter the workforce or change
jobs. Structural unenploynent is the primary concern of the Private |Industry
Counci | s.

It may seemobvious that illiterate and unskilled workers are far |ess capable
of using the technol ogy or sustaining a sophisticated, high-wage econony than
are educated and skilled workers. But many still believe that technol ogy

(robots, computers, etc.) and the decisions of business executives and investors
al one are the real keys to prosperity.

Certainly technol ogy and entrepreneurial skill are inportant, but both are
enbedded in the overall skill levels of the workforce. It takes skilled and
educat ed workers to devel op, maintain, and operate technol ogy. Entrepreneurial
skill is part of the larger set of skills that make up human capital

The i nmportance of human capital becane nore apparent in the 1970s and 1980s
when countries which had previously been quite poor (Korea, Taiwan, Singapore)
began to develop quite rapidly. These nations had few natural resources and
little in the way of a technol ogi cal base. Al nmade major investnents in their
education and training systens. Yes, they had | ow wages at the begi nning which
provi ded some advantage. But other |ow wage, market-oriented countries stayed
poor while these few noved ahead. It was the skills and abilities of their
peopl e that made a major difference in their devel opnent.

It has also come to be increasingly recognized that it is not just the elites of
t he wor kforce —engi neers, scientists, entrepreneurs, or even the skilled crafts
wor kers and technicians —that nake a difference. As conpanies and nations
around the world have denonstrated, the quality of the frontline workers (that
is, those who directly produce products and provide services) are critical to
the success of the whole.

This is all the nore true as the technol ogi cal and managerial revol uti on brought
on by new applications of conputers affects the way in which the whole
enterprise works. The spread of Total Quality Managenment and the

“reengi neering” of the workplace calls for greater know edge and skills by al
wor kers. These changes have major inplications for the work of the Private

I ndustry Council s.

A Workforce I nvestnent System

Human capital does not happen by itself. It requires the active investnent of
many segnments of society. The quality of the basic educational system at al
levels is essential. But this nust be supplenented by the efforts of enployers,
trai ni ng agencies, parents, informed citizens, and, of course, the students and



wor kers thensel ves. The devel opnent of human capital is a continuous, life-long
process that goes on well after the conpletion of formal schooling.

In the United States, workforce investnent has a long history as a diverse and
uncoordi nated enterprise. This country, unlike others, has tended to separate
education fromtraining and to value themdifferently. (Chapter Three will

di scuss this in nore detail.) The Private Industry Councils can play a critica
role in bringing the various threads of this systemtogether at the |ocal |evel.

A Full Range of Skills

Human capital is often equated to years of schooling because schooling is easy
to neasure. But human capital is nuch broader and nore subtle than that. Years

of schooling is only a proxy for know edge, skills, and abilities gained. It is
of ten assunmed that those who have nore years of schooling have | earned nore than
those with fewer years of schooling. It is also assuned they have | earned nore

mar ket abl e know edge and skills.

This is not necessarily so. Those with nore years of schooling may not have

| earned the right things or may have just been “passed through” to allowthemto
graduate. Years of education also doesn't take into account the necessary

know edge and skills not usually taught in school or those best learned in the
actual job setting. Thus, it is critical to identify the actual skills,

know edge, and abilities needed to effectively performa job and determ ne the
best environnent in which they can be | earned.

The val ue of devel opi ng cl ear standards of enpl oyee perfornmance, and determ ning
the requisite know edge, skills, and abilities needed to achieve that
performance, is fairly well denonstrated. Such standards signal to the
prospective applicants what they need to be able to do to be successful in the
job; they reduce costly turnover resulting froma poor match between new

enpl oyees and their jobs; and they give clear guidance to education and training
providers as to the content of their curriculumand standards of performance and
achi evenent by which students should be judged.

The requirenents of any given job include a general know edge base, basic
literacy and math skills, specific technical skills related to the occupation
(whi ch may include nore advanced verbal and math skills), acceptable work
habits, various social skills like politeness, teamwrk and | eadership skills,
and the ability to continue | earning. Some jobs require a high degree of
initiative, creativity, or analytical powers. There are also an inportant set
of general skills in knowing howto find and keep any job. Many of these skills
are not taught, let alone |l earned, in schools or coll eges.

Part of the rationale for creating the Private Industry Council systemwas the
expectation that enployers would be able to clearly define the skills needed in
the | abor market. As it turns out, doing so is not easy, for nost enployers do
not have a very clear picture of exactly what it is that nakes for an expert
wor ker in any given job.

Both public and private enployers generally use a conbi nati on of educationa
attai nment, experience, and “feel” as criteria for hiring. None of these are
actual neasures of the skills or know edge needed. And, as such, they often
don't serve the enployer or enployee very well.

Enpl oyers are often quoted as saying that all they want in enployees is “a good



attitude and a willingness to work hard.” They don't nean it. \at they nmean
is that attitude and enthusiasmfor hard work are the things they notice are

m ssing in many applicants. Those are two different things. It is unlikely
that they, in fact, hire workers with those attributes but who are totally
illiterate, can't count to 10, and know not hi ng about the specific job at hand.

There are a nunber of reasons that individual enployers don't go to nore trouble
in defining their needs. Any one enployer may not hire enough people in a given
job to make it cost effective to take a systematic | ook at the skil

requi renents. Some enployers are deliberately vague about qualifications
because they believe this approach reduces the Iikelihood of discrimnation

agai nst protected groups (wonen, mnorities, the disabled). Qhers may be
unaware of the cost inplications of poor hiring decisions at their firmin terns
of poor-quality work, high turnover, and inappropriate or inadequate training of
enpl oyees once they are hired.

The PI C can provide a useful service by working with enployers to determ ne the
full set of skills needed for different jobs and by working with education and
trai ning organi zations as well as enployers to determ ne how resources can be
brought to bear to prepare participants for those jobs. This may include the
direct funding of progranms using JTPA funds or it may involve working with
schools, training institutions, and enployers to inprove existing systens.

The Anerican Labor Market

Pl C menbers, who are attenpting to inprove the function of the |abor market,
need to have an understandi ng of how the | abor market functions. Unfortunately,
nost of us have only the vaguest idea about how the | abor market works or the
specific nmeaning of the terns used.

A Tur bul ent Mar ket

The | abor market is often portrayed as basically stable, with nost people

wor ki ng whil e the poor and unenpl oyed struggle at the margins. Wile this may
be true at any one point, it disguises the alnost chaotic turbulence in the

| abor mar ket .

The | abor market is, in fact, highly fluid, with people entering and | eaving the
market all the time. Every spring mllions of high school and col |l ege graduates
enter the | abor pool. Each year nmillions of older workers retire. Every day
some workers lose their jobs; others quit themto return to school or to take
care of famly nmenbers. Jobs are created as private enployers' sal es increase
or taxpayers demand new services from public enpl oyers.

The nmont hly unenpl oynment rates never represent the sanme group of people twice
even when the rate remains the sane. Each nonth many unenpl oyed find jobs while
others lose theirs. The U S. Bureau of Labor Statistics (BLS) finds that half
of the unenployed remain so for less than three nonths; only about one in ten
remai ns unenpl oyed for nore than a year. Many of the poor nove out of poverty
as others nove in.

The Costs of Unenpl oynent
Even short spells of unenploynment can be financially and enotionally devastating

to the individuals and famlies involved. Myst of us live nore or less from
paycheck to paycheck. And there are many peopl e, caught in the backwaters away



fromthe econonm c mai nstream who because they lack the skills to conpete in the
| abor market remain chronically unenpl oyed or underenpl oyed. At the sane tine,
enpl oyers del ay hiring because they can't find the people with the skills they
need even when nany peopl e are unenployed. Consequently, there are fewer goods
and services available than there would be otherwise. There are fewer consumers
and taxpayers. Everyone pays the price.

The Wor kforce

Over the past 50 years econonists have devel oped a set of definitions to
facilitate the discussion and study of workforce issues. These definitions are
preci se and sonetines at odds with the general usage of the ternms. Sone terns
are arbitrary and could just as easily be defined differently. But to allow
measur enent of an inherently fuzzy and ever-changing reality, these ternms have
been agreed to and refined over tine.

The | abor force is conprised of those age 16 and ol der who are working for pay
or profit (the enployed) or Iooking for such work (the unenpl oyed). People not
wor ki ng and not | ooking for work are defined as being out of the |abor force.

In 1993 there were about 260 mllion people in the United States. About 129
mllion were in the | abor force; somewhat nore than 120 million were worKking
and, at any given tine, about 9 mllion were |ooking for work but hadn't found
it yet. |In other words, the half who are working for pay or profit support the
other half who are not. That is one reason why it is inportant that everyone
who needs and wants to work have every opportunity to do so.

However, just because a mpjority are out of the |abor force does not nean they
shoul d be working or looking for work. As a society we think it nore inportant
that children, at least until they are 16 years old, go to school rather than
work full time. Simlarly, although there is no upper age limt to |abor force
participation, over the |last 50 years we have accepted the fact that anyone over
the age of 65 or so should be able to retire. Mst do.

O hers not part of the | abor force include students over the age of 16 who are
not working or |looking for work, full-tinme housew ves whose work is useful but
unpai d, the severely disabled who are not | ooking for work, and people in
institutions like prisons and hospitals.

And then, of course, there are the idle rich and the idle poor —the one nuch
envied and the other much vilified. Despite our often strong feelings about

t hese groups, they nake up a small percentage of the population. In fact, BLS
estimates that of the 65 mllion people over age 16 who were reported as not in
the | abor force in June of 1993, 60 mllion were either retired, keeping house,
going to school, or unable to work for health reasons. Many of the remaining
wer e seasonal workers or others who usually work but were tenporarily not
wor ki ng or | ooking for work.

It is inportant to note that individuals are out of the | abor force either by
definition (children, inmates) or by choice (all others not working for pay or
profit and not |ooking for work). To enter the |abor force, a

noni nstitutionalized adult who is not working sinply starts | ooking for work.

This way of defining the workforce by individual intent has |l ed sone to believe
that there is a huge pool of people who could be part of the | abor force but who
are too discouraged to even | ook for work. Each quarter, the Bureau of Labor
Statistics measures those who are not working or |ooking for work but who say



they would like to work. These di scouraged workers anount to about one mllion
people and if counted add about one percentage point to the overall unenpl oynment
rate.

Unenpl oynment and Poverty

VWile the PIC needs to keep this larger picture in mnd, nuch of its focus wll
be on the | ow i ncone and the unenpl oyed. The JTPA system serves two different
primary popul ations. The first are those who have | ow i ncones, including al

wel fare recipients. They are usually al so unenployed. The others are the

di sl ocat ed workers; those who have pernmanently |l ost their jobs due to plant

cl osings or layoffs and who do not need to neet any incone criteria to becone a
program parti ci pant.

The | atest Census Bureau nunbers, for 1992, show that about 37 mllion

Ameri cans, or 13 percent of the population, are in poverty at any one time.

That is, they have inconmes below a federally defined incone level for their size
of famly. A majority of these are either children (40 percent) or the retired
elderly (10.9 percent) or are adults enployed full time and year round in | ow
wage jobs. The remainder, about 15 million people, are technically eligible for
JTPA prograns and ot her income-based job training prograns. (Sone of these are
students, persons with severe health problens, or others who are not in the

| abor force.)

The unenpl oyed are those who are not working for pay and are | ooking for work.
In 1993 nearly nine mllion Anericans were unenpl oyed at any one tinme; another
mllion or so were not working and not |ooking for work because they did not
beli eve work was available in their area. It should be noted that |ess than
one-third of the unenpl oyed were actually receiving unenpl oynment i nsurance.
(See “Cetting to Know the Labor Market” on page 19.)

The unenpl oynment estimates understate the nunber of people who experience
unenmpl oynment in a given year since nost people don't remain unenployed for an
entire year. In some years as much as a quarter of the workforce experiences
unenpl oyment at sone tine during the year

Among those counted as enpl oyed are those who are working part tinme for so-

call ed econonic reasons. Wile nost people working part tinme (students, the
sem -retired) prefer those hours, it is estimated that about a third of al
part-tine workers, over six mllion people, would prefer to be working full tine
but can't find such work. People in such jobs are often reduced to poverty
because they cannot find full-time work. They make up a large part of the
wor ki ng poor.

The American culture is not very forgiving to the poor and unenpl oyed. There is
of ten an unspoken assunption that they are either responsible for their
situation or that they can be enployed only in the nost nenial of jobs. This
perception is all the nore true of welfare recipients. The PIC and its staff
must constantly work to ensure that these beliefs, which are often unconsciously
accepted by teachers, counselors, and enployers, do not influence the treatnent
of participants.

In fact, nost unenpl oyed people find work as soon as they can (less than a year
for 90 percent of the unenployed) and nost welfare recipients remain on welfare
for less than two years. The only generalization that can be made about the

poor is that they have | ess noney than other people. The only coment that can



be safely nade about the unenployed is that they are out of work. Both groups
cone in all sizes, shapes, colors, and | evels of educational attainnent.

This fact is often lost in the news nmedia coverage of the subject. The BLS
nunbers show t hat nost of the unenployed, for instance, are white. In My of
1993, for exanple, statistics showed that sone 6.7 mllion of the 8.6 mllion
unenpl oyed people, 77 percent, were of European ancestry while just 1.8 mllion
or about 21 percent, were African-Anericans. (The remai nder were Hi spanics,

Asi ans, and other ethnic groups.) And while it is true that the unenpl oynent
rates for African-Americans were higher, the absolute nunbers were much | ower.

Differing Needs

Differing groups within the unenpl oyed popul ati on have di ffering enpl oynent and
trai ni ng needs and characteristics. The primary needs anong the young, for

i nstance, are to conplete their education, to learn the skills and behaviors
required in a work setting, and to becone attached to the |abor force.

For adult workers, experience in the | abor market is a strength, but they may
need to update their skills and figure out howto transfer skills |l earned in one
occupation to another. |Inmgrants and native-born non-English speakers are

obvi ously much nore likely to need | anguage services. Lack of transportation or
outright discrimnation may be barriers for others. A low level of basic
educational attainment may affect any of these groups.

Bef ore nmaki ng policy judgnents about the services to be rendered to

partici pants, PIC nenbers nust becone famliar with the actual needs and
characteristics of the unenployed and | owi ncone population in their area. It
is equally inportant that PIC nmenbers not underestimte the potential of the

di sadvantaged to learn skilled jobs and to get stable, decent-paying enpl oynent.

VWere the Jobs Are: | —Cccupations
Peopl e often tend to think of occupations as neatly defined categories. In
reality, job titles and skill requirenments overlap extensively. The Dictionary

of Cccupational Titles (DOT) lists over 11,000 distinct occupations anong the
120 million jobs in the American econony. However, nost of the DOT titles
represent unskilled work, jobs that involve very few workers, or jobs which are
very simlar to other occupations so that the nunber of job titles does not give
a very good picture of occupational demand for training purposes.

It is probably nore nearly true that there are 600 or so distinct occupationa
categories or clusters, and even anong these, nost of the clusters require only
m ni mal education and training or involve very few workers.

CGetting to Know the Labor Market

Usi ng the Nunbers. Many people believe that unenpl oynment estinmates are based
only on the nunber of unenpl oynent insurance claimants. They are not. For nost
pur poses the estimtes of enpl oynment and unenpl oynent are derived froma nonthly
nati onal survey of 60,000 carefully sel ected househol ds (about 113, 000

i ndi vi dual s) conducted by the federal Census Bureau for the U S. Bureau of Labor
Statistics and known as the Current Popul ation Survey (CPS). (A normal

political opinion poll, by contrast, surveys only about 3,500 people

national ly.)

This survey provides estimates of enpl oynent and unenpl oynent for the nation and



the largest states. The CPS also forns the basis for estimates for snaller
states and | ocal areas, but in these cases additional local information is
brought to bear by state Enpl oynent Service statisticians working under the
direction of the U S. Bureau of Labor Statistics. Except for rare instances and
for very small areas or groups, these estimates are considered to be highly
accurate.

The national results of the CPS and separate surveys of enployers conducted to
det erm ne enpl oynent by industry and occupation are published by BLS in the
nmont hl y, 200-page report called Enpl oynent and Earnings. Mst state and | ocal
estimates are avail able through the state Enpl oynent Servi ce. The data is
detail ed by age, race, sex, occupation, wages, enploynent status, reasons for
unenmpl oynment, and nuch nore. Additional, though less tinely, information on the
popul ati on of your SDA is also available fromthe conprehensive census conducted
every 10 years.

VWhile all this data is admttedly dry and technical, it provides an excell ent
starting point and reality check for the PIC nenber interested in gaining a
better understanding of the | abor market. For instance, the nost visible

i ndustry in your area may not be the |largest enployer. Only the data can tel
you that.

Tal king to People. As useful as the statistics are, there are limtations
caused by the need to protect confidentiality of individuals and enpl oyers, by
sanmple size in |local areas, and by other problenms. So it is useful to

suppl enent the data with informati on you can provide fromyour own conpany and
wi th conversations with other know edgeabl e | ocal enpl oyers and agenci es.
Presentations by representatives of such organi zations at regular PIC neetings
can al so be quite useful

Banks, utilities, state Enploynment Service officials, and major enployers often
closely track economic activity and enpl oynent trends. Human resource managers
can provide invaluable insights into occupational demand, skill requirenents,
shortages, and near-termhiring trends, which are unavailable fromthe
statistics.

In your discussions you may want, for instance, to focus on all jobs that
require less than a four-year coll ege degree, that pay above m ni num wage, and
that generally provide full-time, year-round enploynment. Training opportunities
provi ded by enployers after they hire may al so be of interest.

It is inmportant to | ook at the entire workforce and not to assune that certain

j obs are beyond the reach of JTPA or other participants because of skil

requi renents. Many |owincone adults, for instance, have experience and
educati on which m ght nmake them good candidates for job training for occupations
wel | beyond the entry |evel.

A nmore fruitful approach in trying to get a general picture of job requirenents
is to look at the nunber of jobs by general skill requirenent. About 75 percent
of all individual jobs are held by people with |ess than a coll ege education
And, contrary to popul ar opinion, jobs requiring a college education are grow ng
only gradually. A Bureau of Labor Statistics estimte showed that only 16.5
percent of occupations in 1986 had a majority of workers with a four-year
col | ege degree and that number was projected to grow to only about 20 percent by
t he year 2000.



The jobs requiring | ess than a high school education, however, have been
declining steadily for years. This is indicated by both the nunbers of

i ndi viduals with such jobs and the dramatic wage drops for those with [ ess than
a high school education

The area with the strongest job growh is in those occupations that require a
solid high school education plus sone postsecondary education or training. The
majority of jobs in technical, sales, clerical, repair and mai ntenance, and
construction occupations fit this category. There are sone surprises also. For
i nstance, over half (56 percent) of all managers and executives have |less than a
col | ege degree.

Each state Enpl oyment Service agency conducts a regular three-year survey of al
jobs (one-third each year) in the state called the Cccupati onal Enpl oynent
Statistics (OES) survey. These surveys do not give much | ocal detail but they
do give a good picture of the occupational structure of individual industries.
They provide a good starting point in |ooking at potential areas of workforce
investnment in the |ocal area since occupational structure tends to be fairly
consistent within an industry and there are good nunbers on | ocal enploynent by
i ndustry.

A nmore conpl ete sense of the targets of opportunity in the service delivery area
can be obtained through a careful sifting of the nunbers suppl emented by the
know edge of the workforce that each individual PIC nenber brings to the table
and di scussions with other industry |eaders. A |abor nmarket may have sone

speci alized jobs with strong demand that don't readily show up in the statistics
but can be turned up through these other neans.

VWhere the Jobs Are: Il —Turnover

Though it is often overl ooked, the greatest source of jobs is the turnover of
t he existing workforce rather than the creation of net new jobs. People |eave
jobs to retire, return to school, take a pronotion, nove to a different city,
and for any nunber of other reasons.

The vacanci es created by such decisions are the prinme source of placenents of
PI C program participants. This is true even during recessions and for conpanies
that are not expanding their total enploynment. Understanding the opportunities
inmplicit in normal turnover is a key determ nant of Private Industry Counci
success.

There are many varieties of turnover. There is a whole set of *“generational”
jobs that serves the tenporary needs of students (baby sitting, newspaper
delivery, fast food service) and retirees supplenenting their income (generally
part-tine service jobs). Qher jobs turn over rapidly because they are
undesirable in terns of pay, working conditions, and pronotion opportunities.
Nei t her of these kinds of high-turnover jobs offers many | ong-term opportunities
for enpl oynment and training participants.

But turnover occurs in “good” jobs as well. These are jobs that pay a living
wage, that provide training and pronotional opportunities, and that are in
general ly stable or growing industries and occupations. They are full-tine,
year-round positions which do not require a four-year college education. (A
col | ege education is of increasing value, however. Although nearly half —45
percent —of all jobs that pay nore than $50,000 a year are held by people with
| ess than a four-year degree, growh in real wages for those with no coll ege
education is |agging behind that of coll ege-educated workers.)



I denti fying good jobs, the enployers that have them and the skills required to
fill themare anong primary strategic considerations of the PIC, the SDA staff,
and service providers. Available |abor market data can give an idea of where to
begi n | ooking for these positions. But identifying the actual jobs requires
conti nuous close working relations with enpl oyer human resources staff so that
when vacanci es do occur, SDA and service provider staff hear of them and
qualified participants are available to fill them

An open job is one of the nost fragile cormmodities in the econony; in nost cases
t he enpl oyer has every incentive to fill the position as soon as possible. The
agency that can quickly and consistently get the nost qualified applicants to
the enployer will be the nmobst successful in serving both its clients —enpl oyers
and partici pants.

Trai ni ng and Econom ¢ Devel opnent

Education and training not only prepare people to fill existing jobs but also
make it possible for enployers to expand and create jobs where they woul d not
have otherwi se. Along with taking advantage of the opportunities provided by
turnover, the creation of new jobs is of strategic concern to the PIC

Even in the best of times, firms and agencies are shrinking or going out of
busi ness, and the lost jobs nust be replaced if the econony is to remain

healthy. In addition, general population growmh requires the creation of net
new enpl oynent. Fromthe PIC perspective, overall econom c devel opnent of the
conmunity creates general demand for workers at all levels, including those with

the greatest inmedi ate di sadvantages in the |abor narket.

PI Cs can play an inportant part in working with |ocal econom ¢ devel opnent
efforts to ensure the creation of new jobs. This requires a broad understandi ng
of the strengths and weaknesses of the | ocal econony and | abor force.

Job Creation

Many factors influence an enployer's decision to |ocate or expand enpl oynent in
a given area. These factors include access to markets, transportation
facilities, availability of land or buildings, and intangible “quality of life”
concerns (e.g., climate, cultural facilities, schools for enployees). But anong
the prime factors in any enployer's decision to | ocate or expand enploynent in a
community is the availability of a stable, well-trained workforce.

Lever agi ng Econom ¢ Devel oprent

Not all econonmic growh is equal. The growth of sonme industries has
benefits far nore w despread than their own payroll. These m ght be
called the “strategic” industries in any econom c devel opnent plan
Econonmic activities (the operations of conpanies, governnment agencies,
school s, hospitals, etc.) can be divided into two general types: basic
activities which bring nmoney into the area and nonbasic activities

whi ch circul ate that noney.

The nmost conmonly cited basic industries are manufacturing, agricul-
ture, and mning. They produce sonething tangible that is sold outside
the region. Some part of the income fromthose sales is spent by the
wor kers and owners in the comunity at the grocery store, dry cleaners,
novi es, and restaurants. These latter industries are nonbasic because



their incone is derived fromthose who work in the basic industries.

It is because manufacturing brings wealth into the conmunity that it
takes on such inportance in discussion by econom sts. (M ning and
agriculture are favored too, but are nore dependent upon the natura
resources of a locality than manufacturing.) But basic activities need
not be so tangible. There are a lot of basic activities which are | ess
tangi bl e but just as wealth generating as manufacturing. Many types of
servi ces can be basic, for instance. Bank |oans nmade froma financi al
center are basic. Tourismis basic. Airline maintenance facilities are
basi c. Regional shopping malls can be basic. If you have a |arge
retirement conmunity, all those retirenent checks make the govern-

ment a basic industry for your |ocal area.

The jobs in nonbasic industries are just as good and soneti mes pay

better. (Lawyers and doctors generally provide nonbasic services.) It is
just that they are derived frombasic economic activity. Wthout the
basic activity there woul d be no nonbasic activities. Thus, for PIC
menbers interested in leveraging long-termjob growmh, it is inportant

to determ ne which are basic industries and to give priority to themin
provi di ng educati on and traini ng assi stance.

The American consensus is that job creation is the primary preserve of the
private market but that the governnent at all |evels can take actions that
facilitate the efficient operation of the market. To facilitate job creation
governments at various |levels are asked to execute sound fiscal and nonetary
policies, to maintain public order, to ensure stable banking and financi al

mar ket systens, to regul ate nonopoly, to build and maintain transportation
systens, to develop and nmaintain certain public services (e.g., water and
sewer).

But providing the education and training necessary to neet the requirenents of
an expandi ng | abor market remains a key factor in the devel opnent of the
economy. The primary asset of the Private Industry Council in assisting
econom ¢ devel opnent is its ability to support the training of frontline
workers. But this is only one piece of the overall econom c devel opnent puzzle.
To be effective, the PIC will need to work closely with many other

or gani zati ons.

To ensure availability of all types of workers, including professional and
techni cal workers as well as frontline workers, PIC nenbers need to becone
active with general purpose econon c devel opnment organi zations and keep inforned
about all the other factors which affect econonic developnment. They will also
need to collaborate with community col |l eges, the Enpl oynment Service,

uni versities, and various business organi zati ons.

Avoi ding the M gration Probl em

One concern that PIC nmenbers can bring to the table is that econom c devel opnent
actual ly benefit people currently living in the community. It is possible to
have econom c devel opnent wi t hout having any inpact on the poor and unenpl oyed
in the community. This happens when the enpl oynent-generating activities sinmply
create jobs for people nmoving into the | abor market. This can be avoided only
by the careful coordination of job training activities with individual firms and
econom ¢ devel opnent agencies to ensure that SDA participants and other |oca

wor kers receive the education and training necessary to fill the jobs as they
are created.



Chapt er Three
Wor ki ng Smarter:
The Education and Training Systemin the United States

Oigins and Devel opnent

Education and training can be considered conpl enentary aspects of the |earning
enterprise. By nature, education is general and training specific. Education
provi des broad understandi ng of many subjects. It is long |lasting and forns the
basis for training. Training provides detailed understanding and ability to

performin a specific area. It doesn't last as long as education but it
conpl etes education. It has been said that education builds the sturdy knife,
whil e training hones the cutting edge. It is generally understood that both are

needed for success in the nodern econony.

But in America, education is sacred; training is its somewhat |ess reputable
cousin. Public beliefs and feelings about education and training have deep
roots in Anerican history. This chapter provides a general outline of the

hi story of education and training in the U S. for those who may be unfamliar
with various trends in Anerican workforce preparation.

I n the Begi nni ng

Education gained its place anbng Anerican virtuous endeavors, not so nuch for
its econom c value, although that has become paranount in recent decades, but
for religious and civic reasons. Fromthe outset education was |linked to
religious and political freedom 1In the jargon of today, it “enmpowered” people.

Many early European immgrants to this country —Puritans, Quakers,
Presbyterians —were di ssident Protestants for whomreading the Bible was a
duty. Fromthe start they forned community religious schools to educate their
children. The growth of comerce and incipient denocracy supported the desire
that every child should be able to read, wite, do sinple arithnetic, and use
conmon neasur enent syst ens.

The American Revolution spurred the drive to literacy. 1In a large country with
poor transportation, conmunication at a distance took the formof the witten
word. The | eaders of the Revolution, both men and wonen, were surprisingly
literate for their time. For the first time in history a nation was founded
upon docunments —the Decl arati on of Independence, the Constitution, the
Federal i st Papers, Thomas Pai ne's Conmon Sense.

Broad participation in the new denocracy demanded literacy. (One of the first
pi eces of legislation that the first Congress enacted in 1787 was the Nort hwest
O di nance, which rationalized the distribution of federal |and west of the
Appal achi ans and, in doing so, set aside land for |ocal school buildings.)
Newspapers and libraries sprang up to neet both the increasing demand for the
witten word and to educate the public. Colleges becane firmy established, at
first as sem naries and then to provide nore general education. Bible-based
religious “awakeni ngs” and revivals continued to supplenment the desire for
literacy.

Accul turation



In the first half of the 19th century educati on becane increasingly a neans of
i ncorporating new inmmgrants —Germans, Irish, Scotch —into the new Anerican
culture, a role that education continues to play to this day. |In a backhanded
tribute to the power of education, African-American slaves were forbidden the
opportunity to learn to read and wite.

Local Control of Education

Al t hough education was a national preoccupation, |local control predom nated from
the beginning. Initially all schooling was supported | ocally and, for the nost
part, privately. As the public school nobvenment gathered nonentum the states
began to support education, though, as in Pennsylvania, public schools often
began as “paupers” schools for those who couldn't afford private education

Since not many people wanted to admit they were paupers, states and localities
soon expanded public elenentary education to all children regardl ess of incone.

Over tine, elenentary education becane mandatory under state |law. But funding
remai ned al nost exclusively local until well into the 20th century. Loca
control of education becane enbedded in the American culture in contrast to the
central ly planned education systens that arose in Europe and el sewhere. (It is
said that every child in a French school anywhere in the world on any gi ven day
opens the sane text to the sane page at the sane hour as required by the French
nati onal governnent, a concept quite foreign to Anerican education.)

Feder al Encour agenent

Wth the exception of the Northwest O dinance, education was not a major federa

concern until the time of the CGvil War. |In 1862, Congress passed one of the
nost far-reaching pieces of |legislation affecting education, the Land G ant, or
Morrill, Act. At the time, the federal government had a surplus of | and but

little in the way of revenue. The Land Grant Act provided grants of federa
land to the states on condition that the revenue fromthe sales and rental of
the | and be used to support education

The Land Grant colleges in every state, originally agricultural colleges but
eventually the basis of the state university system are one result; but Land
Grant funds were also to be used to support primary education. Provisions of

t he conpani on Honestead Act expanded the requirenent that |and be set aside for
school buildings in every township where federal |and was distributed. These
laws did much to pronote universal education, and the Mrrill Act becane the
basis for far nore extensive federal support for education

Trai ni ng

Cccupational training through nuch of the 19th century remained largely a famly
and enpl oyer responsibility in a country where the great mass of people worked
on farms and busi nesses tended to be small famly operations. Even fornmal
apprenticeship, with its connotations of Ad Wrld class distinctions and

i ndentured servitude, failed to take hold.

In a nobile, denocratic society and rapidly expandi ng econony faced with
continuous skill shortages, prolonged apprenticeship was overwhel med by genera
education and the self-taught jack-of-all-trades. The apprentice printer Ben
Franklin was the exception, the self-taught rail-splitter and | awer Abe Lincoln
the rule.



H gh School s, Vocational Education, Apprenticeship

It wasn't until the latter part of the 19th century that high schools becane at
all comon. The few high schools that existed before that were al nost al
“preparatory” schools for the elite planning to go on to college. Even as late
as 1910 only about 10 percent of all children even attended high school, and up
until the Second Wrld War many rural high schools renai ned two-year
institutions.

The rol e of public education in acculturation becane nore pronounced with the
massive imrgration to the U S. fromeastern and sout hern Europe fromthe 1880s
t hrough the 1920s. Education becane the ticket to the good life. Wth
education, the sons and daughters of illiterate, non-English-speaking parents
could nmove into the mainstream of Anerican society.

Unfortunately, at this same time, educational opportunities were increasingly
denied to nost African-Americans as segregated and unequal education becane
institutionalized throughout the South. Despite this, private African-Anerican
educational institutions were wi dely established to provide opportunities denied
el sewhere.

During the 1920s, imm gration from Mexi co becane significant for the first tine
as many Mexican citizens fled the turnoil surrounding the Mexican revol uti on and
were drawn to new econom ¢ opportunities in the newly boom ng econom es of the
U S. West and Southwest. This immgration has continued steadily ever since,
presenting uni que challenges to the education and training systens in areas with
| arge Mexi can- Anerican popul ations.

As the econony becanme nore industrialized and skill requirenments nore demandi ng,
vocational training began to take hold. Medical and | egal training were
formalized. Universities began to be organized as a collection of specialized
schools followi ng the German nodel. Vocational training institutes like the
Tuskegee Institute established by George Washi ngton Carver were organized.

In 1917, Congress passed the first Vocational Education Act to encourage
preparation of students for the “trades.” Agriculture, home econom cs, and
machi ne trades training predom nated in such vocational training until well past
the mddle of this century. Until recently vocational education, especially at
t he high school level, retained this “lowtech” inmage

Apprenticeship was revived at the begi nning of the 20th century for the training
of skilled craft workers and found ready acceptance anong European, especially
German, inmgrants and the nascent American Federation of Labor. Wsconsin
established a state apprenticeship systemin 1915 but it wasn't until 1937 that
Congress enacted the Fitzgerald (National Apprenticeship) Act.

The Great Depression

The crisis of the Great Depression brought many prograns to address unenpl oynent
but relatively little in the way of national education or training initiatives.
Econonmic security and job creation were paranount. The Unenpl oynment | nsurance
Systemand its sister program the Enploynent Service, were created to reduce

t he econoni c hardshi p caused by unenpl oynent and hel p unenpl oyed workers find
new j obs.

The Works Progress Adm nistration (WPA) and other work prograns created jobs in
the public sector. Qdd-age benefits and wel fare paynments for orphans and w dows



with children were included in the Social Security Act to relieve the economc
pressure on those for whom work was not considered appropriate. But aside from
the Fitzgerald (National Apprenticeship) Act supporting the devel opment of
apprenticeship, no major |egislation was passed affecting education or training
during the depression.

Devel opnent of Traini ng Techni que

At the beginning of the Second Wirld War, the U S. had the best educated
workforce in the world. This provided the solid base for both the war effort
and the econom ¢ expansi on which followed. But the workforce was not very well
trained, especially in the skills needed for the massive industrial buildup
required by the war effort and the skills needed to operate and mai ntain conpl ex
new weapons.

Speed of |earning was essential and the traditional multiyear apprenticeship
approach and school - based i nstruction would not work. Both the mlitary and
civilian sectors devel oped effective new techni ques such as Job Instruction
Training (JIT) to rapidly train workers in the job setting. Unfortunately, once
the war was over the civilian sector |argely abandoned this approach to training
in favor of hiring skilled returning veterans.

But during the Allied Cccupation, the Japanese picked up JIT and ot her

techni ques (such as Total Quality Managenent, which depends on an intensively
trai ned workforce) and have inproved upon themsince. At the sane tine, in
Europe, many nati ons noderni zed their traditional apprenticeship prograns and
created national training prograns for |arge segnents of the popul ation

The U S. arned services nmaintained and continued to refine its training regine
as well, nmaking major inprovenents in training techni ques over the past severa
decades. The U. S. private sector is only now beginning to relearn the | esson of
these innovators. Mst in the public sector job training prograns know very
little about these or other nodern training techniques.

The Educati on Boom

By the end of the Second Wirld War, el enentary educati on had becone nearly

uni versal and about half of young people attended hi gh school but fewer than 10
percent went on to college of any kind. This all changed dramatically after the
war. Education was beginning to be seen as the ticket to econom c prosperity
and the mddle-class life. The nation seened to be operating on the theory that
if sone general schooling is good, an indefinite amount of education nust be
better.

The federal government began to play a major role in the support of education
The first “A@ Bill” allowed mllions of returning veterans to go to coll ege

O her massive student grant and | oan prograns soon foll owed. Federal research
grants poured into universities. College enrollnent soared with rising
prosperity and the arrival of the baby boom generation in the 1960s.

The states began to greatly expand support for education at all levels in the
1950s and 1960s as well. High school attendance becane nearly universal and for
the first time there was public concern about “dropouts.” In other words, it

was now expected that everyone should conpl ete high school, where previously
there had been little stigma attached to | eaving school before graduation

School desegregati on, mandated by the Suprene Court in 1954, but not inplenmented



till well into the 1960s, radically altered the education systemin nuch of the
country. For the first time African-Anericans were provided with many of the
same opportunities that others had enjoyed all along. The black high schoo
graduation rate rose steadily until nowit is approximtely the sanme as that of
t he general population. Black college enrollnent increased as well.

A parallel effort to bring Hispanic and other minorities into the educati onal
mai nst ream was begun in the 1960s, although H spanic and Native Anerican
dropout rates to this day remain significantly higher than those of other
groups. This partly can be attributed to the continued high | evels of

i mm gration anong Hi spanics and to the rural and cultural isolation of Native
Ameri cans and many Hi spani cs.

In these sane decades new chall enges to the education and training systemwere
bei ng posed by a massive upsurge of inmmgration from Mexi co, Central Anerica
the Cari bbean, Asia, and Africa. By the early 1990s, the absol ute nunbers of
new i nmgrants had attained a |l evel not seen since before the First Wrld War
(though as a percentage of the total population this nunber was much snall er
than the previous high point at the turn of the century).

The new i nmigration, in conbination with the growi ng sophistication of the

wor kpl ace, put new strains on the education and training system This situation
was aggravated by the increasing isolation of a large part of the population in
the nation's major cities and in many rural areas as well as by a declining
quality of education and training services to these areas.

As a result of this and the inability of the education systemto keep up
general |y, many enpl oyers were forced to devel op “workplace literacy” prograns
to bring their enployees up to the level of basic skills required for the new
wor kpl ace

Communi ty Col | eges and Techni cal Educati on

Few community col |l eges exi sted before the Second World War. After the war they
proliferated, and now there are over 1,200 such institutions throughout the U S
Initially forned as local “junior” colleges to prepare young people to attend
four-year colleges el sewhere, community coll eges increasingly began to offer
techni cal degrees, short training courses, and general self-inprovenent classes
for mllions of Anericans.

Oigins of the Federal Enploynment and Training System

By the early 1960s, two human resource issues canme to the fore of public
interest. The first was the concern that the new conputers, and automation in
general, would displace mllions of workers. It was feared that existing

wor kers woul d not have the skills to fill the new jobs being created. The
second and nore | asting concern was that sonme people, especially mnorities,
were being left behind in the generally rising tide of prosperity. Mre job
training was believed to be a part of the solution

Over the years vocational training had fallen on hard tines. The pendul um had
swung toward general education and away from specific occupational preparation
The apprenticeship system never did expand nmuch beyond the skilled crafts and
uni oni zed labor. In many eyes, vocational education had becone a place to put
hi gh school students who weren't “smart enough” to go on to coll ege.



MDTA and the Great Society

In 1962, Congress passed the first legislation to address concerns about

di sl ocati on caused by automation and the advent of conputers. The Manpower
Devel opnent and Training Act was originally set up to retrain these “dislocated”
wor kers, but the boom ng econony of the 1960s absorbed nost of those who | ost
jobs to automation and MDTA was soon redirected to those who | acked the skills
needed to get a job in the first place —those left behind by the grow ng
prosperity.

Wth the advent of President Lyndon Johnson's Great Society initiatives, MTA
was joined by a proliferation of other specialized enploynent and training
prograns, including the Nei ghborhood Youth Corps, the Job Corps, the Wrk
Incentive (WN) programfor welfare recipients, and many others in the late
1960s and early 1970s. Wth the recession of 1969, federally funded “public
service enploynent” (PSE) was established to provide jobs to the unenployed in
public sector and private nonprofit agencies. At one point the U S. Departnent
of Labor was directly funding some 10, 000 i ndi vi dual contracts under 15

di fferent prograns.

CETA

By the early 1970s the proliferation of federal enploynent and training prograns
had beconme unmanageabl e by all accounts. 1In 1973, Congress passed the Conpre-
hensi ve Enpl oynent and Trai ning Act (CETA) to consolidate nost federal enploy-
ment and training prograns and decentralize their adnmnistration to | oca
governments, called “Prime Sponsors,” who in turn contracted for services with

| ocal community organi zations, training providers, and enpl oyers of public
servi ce enpl oynent partici pants.

Bet ween 1974 and 1980, CETA was repeatedly anended and expanded. The public
servi ce enpl oynent conponent was greatly enlarged in response to the recession
of 1975. By 1978, CETA was funded at the |evel of over $12 billion, $7 billion
of which went to PSE. 1In 1978, Congress reauthorized CETA and nmade mgj or
changes. The nost enduring was the Private Sector Initiative Program which
created the first Private Industry Councils with funding separate fromthe rest
of CETA

The Enpl oynent Service and “"WN

Two maj or federal enploynent-related prograns renai ned i ndependent of the CETA
system These were the state Enpl oynent Service and the welfare Wrk I ncentive
(WN) program The Enpl oynent Service —often called the Job Service —is a
federal -state cooperative system funded through a federal payroll tax known as
FUTA. There are over 1,700 |ocal Enploynent Service offices throughout the
country which provide job placenment services to any individual seeking the
services regardl ess of incone or enploynment status.

WN was established in the 1960s as a cooperative arrangenment between the Job
Service and state welfare agencies to train and place wel fare recipients.

During the 1970s it grew to becone an $800 mllion program Funding for WN was
frozen during the 1980s and was replaced by the Job Opportunities and Basic
Skills Programin 1988.

The Current Enpl oyment and Training System

The el ections of 1980 brought major changes to federal enploynent and training



efforts. The new Reagan admi nistration innmedi ately elimnated funding for al
public service enploynment progranms. CETA was up for reauthorization in 1982 and
the adm nistration sought to conpletely overhaul what was |eft of the program

A conprom se was reached and the new Job Training Partnership Act (JTPA) went
into effect in 1983.

Part nership and Pl Cs

JTPA greatly enhanced the role of the Private Industry Councils. No |onger were
they to be only advisory councils for the operation of a snmall part of the
overal | federal enploynent and training program Rather they were to be
recreated as full legal partners with local elected officials in determning the
policies and direction of local job training prograns.

Wth over half of the PIC nenbership, including the chair, representing the
private sector it was anticipated that training prograns would be nore
responsive to local |abor market needs and that there would be nore of an
enphasis on bottomline perfornmance than there was under CETA. The local Job
Service offices, education agencies, vocational rehabilitation prograns for the
di sabl ed, conmunity-based organi zati ons provi di ng enpl oynent-rel ated servi ces,
econom ¢ devel opnent agenci es, organi zed | abor, and wel fare agenci es made up the
bal ance of PIC nenbership. The PICs were al so expected to rise above the

i nternecine warfare anong | ocal agencies to provide coordination and policy
direction for |ocal education and training activities.

Pl Cs were authorized to incorporate as separate organi zations and, with the
concurrence of local officials, to receive and adm nister funds. Over the
years, nore than half of the PICs have incorporated. Mst, however, have |left
the fiscal and adm nistrative responsibilities to | ocal governnment or quasi-
government (e.g., Councils of Governnent) agencies.

Focus on Training

As the name —Job Training Partnership Act —inplies, the new | aw focused on job
training rather than income transfer. The Act required that at |east 70 percent
of all funds at the local |evel be spent on training and no nore than 15 percent
be used for administrative costs. The remaining funds could be used for
counsel i ng and ot her “supportive” services. (Note: These proportions were
changed somewhat by the 1992 anendnents to JTPA. See Chapter Four for details.)
No funds could be used for public service enploynment or to pay training stipends
as had been the case under CETA

The law restricted training services to two groups: the disadvantaged (i.e.

| ow-i ncome youth and adults), and dislocated workers (i.e., those who had been
laid off fromjobs to which they were unlikely to return). In the 1992
anendments to JTPA, this focus was sonmewhat sharpened by separating prograns for
di sadvant aged youth fromthose for adults and placi ng nore enphasis on out - of -
school yout h.

State Rol e Enhanced

JTPA greatly increased the authority of the states, which had |argely been
bypassed under CETA. Under JTPA alnost all funds are allocated to the governors
who in turn distribute the funds to |ocal service delivery areas which the
governor designates. (For dislocated worker prograns under Title IIl, the
governor is free to designate service areas which may differ fromthose



est abl i shed under the basic arrangenent, though nost governors have chosen to
use the SDA systemfor Title I11.)

The states were given the responsibility for devel opi ng “performnce standards”
usi ng federal guidelines. The states are required to nonitor the perfornmance
of local SDAs and all reporting passes through the states.

Per f or mance St andards | ntroduced

JTPA pl aces an enphasis on the stated goal of placing participants in permanent,
unsubsi di zed enpl oynment. To do this it establishes “performance standards” for
t he placenent, retention, wages, and other neasures of program performance.

In order to avoid having the prograns select only the nost enpl oyable
participants (known in the trade as “cream ng”), an el aborate, statistically
wei ght ed nodel for the devel opment of performance standards was devised. The
nodel provides adjustnments to |local circunstances and to the type of

partici pants the program chooses to serve, so that the standard for placenent,
for instance, for nore enployable participants (e.g., those with sonme coll ege
education) is higher than it is for the |less enployable (e.g., high schoo
dropouts).

Despite the precautions inplicit in the performance standards nodel, there has
al ways been tension between those who advocate high performance and those who
are afraid this will inevitably lead to “creamng.”

Coor di nati on

JTPA pl aced nore enphasis on coordi nati on anong enpl oynent -r el at ed prograns.
The Enpl oynent Service was not only given a seat on each PIC but al so was
required to work with the PIC to develop its annual |ocal plan of services.
The | aw called for greater coordination with vocational and general education
wel fare enpl oynment prograns, and a variety of other activities.

Di sl ocat ed Workers

The massive layoffs and restructuring of basic industry which occurred during
the 1982-84 recession | ed Congress to focus once nore on the dislocated worker.
The original JTPA |l egislation provided for services to dislocated workers, but
in 1987 Congress passed the Econom c Dislocation and Wrker Adjustnment

Assi stance Act (EDWAA). This |egislation amended and strengthened the

di sl ocat ed worker provisions of Title Il of JTPA. The current Title 11
prograns, as adm nistered by the states and PICs, reflect these changes.

The new | aw al | owed governors the flexibility in choosing Title Ill service
providers in order to focus on those parts of the state where | ayoffs and pl ant
closings are nore severe. It also required the states to establish “rapid

response” capabilities to deal with layoff crises. Funding for dislocated
wor kers was consi derably increased.

In 1993 the dinton adm nistration prepared further legislation related to

di sl ocated workers in order to consolidate Title Il1l and federal prograns
targeted to individuals laid off as a result of specific federal actions (e.g.
def ense downsi zi ng, international trade agreenents, environnental |egislation).



1992 JTPA Anendnent s

After 10 years in which the core JTPA prograns remai ned | argely unchanged,
Congress passed a rewite of the legislation in 1992. Although there were
nunerous m nor changes, the najor changes affecting SDAs largely related to
creating a separate youth training programw th an enphasis on out - of -schoo
yout h, raising the percentage of funds available for |ocal adm nistrative costs,
and somewhat tightening eligibility requirenents.

Wl fare Reform and “JOBS’

The first federal welfare program Aid to Dependent Children (ADC, |ater AFDC or
Aid to Families with Dependent Children), was established in 1935 to match state
progranms to provide cash paynents to widows with children. Not until the 1960s

did the issue of work and wel fare becone controversial, pronpted by rising

casel oads and changing attitudes toward wonen in the workpl ace.

As one study says:

Society viewed wi dowed nothers, the initial beneficiaries, as deserving
victins inmpoverished through no fault of their own, and contenporary nores held
that a nmother's proper role was child rearing and not paid work. But by the
1960s, societal attitudes and the characteristics of welfare nothers had
changed. As nothers flocked into the | abor market, the rationale for supporting
j obl ess AFDC not hers was underm ned. Second, divorce and out-of -wedl ock births
rat her than w dowhood becane the primary grounds for AFDC eligibility. 1In
contrast to the synpathy aroused by w dowhood, divorce was considered norally
anbi guous and out - of - wedl ock births connoted unequivocal imorality. (Levitan
and Gall o)

After nmore than 20 years of struggling with welfare reform proposals, Congress
finally passed the Fami |y Support Act of 1988, which included the Job
Qpportunities and Basic Skills (JOBS) program The purpose of the |egislation
was to redirect welfare prograns toward job training and placenment and away from
si mpl e i ncone mai ntenance. The program provi des education, training, and
support services to help welfare recipients obtain permanent, unsubsidized

enpl oynent .

JOBS replaced the old Wrk Incentive (WN) programfor welfare recipients which
was operated jointly by the state Enploynment Service systemand state welfare
departnents. Funding for welfare job training, at a little over a billion
dollars, increased fromlevels earlier in the decade but was still hardly nore
than a third of the WN funding of the late 1970s. Fewer than 10 percent of al
AFDC families are provided services under the program

The JOBS | egislation requires coordination with JTPA. Though the programis
adm ni stered by the state welfare departnents, many SDAs provi de the enpl oynment
and training services for welfare recipients required under this program In
addition to the JOBS participants, in nost SDAs, welfare recipients nmake up nore
than half of all adult JTPA participants.

The Cinton admnistration has proposed further welfare reform| egislation at
the federal level to increase participation in welfare work and training
activities. The Wrk and Responsibility Act would expand opportunities for

hi gh-qual ity education or training provided such opportunities would lead to
reasonabl e job prospects within two years. After two years, participants wll
be required to seek a private sector job and if unsuccessful mnust accept a
public sector job with wages paid for by the federal governnent.



Educati on Ref orm and the Econony

After a long infatuation with education, by the 1980s the public was beconi ng
disillusioned as costs were rising and student achi evenent was failing to keep
pace with the needs of the econony. The beginning of the decade saw serious

t axpayer revolts against the costs of education in the formof Proposition 13 in
California and simlar initiatives el sewhere ainmed at controlling rising
property taxes, which formthe basis of funding for education al nost everywhere.

In 1983 the Secretary of Education, Terrell Bell, released a report called “A
Nati on at Ri sk” which had a profound inpact on education. Wrning of a “rising
tide of nediocrity” threatening to swanp the education system the report called
for major education reforms. The increasing skill denmands of the workplace and
a perceived deval uation of the high school diplonma caused enpl oyers to raise
their voices in concern as well.

These events set off a whole chain of efforts ained at reformng and
restructuring the kindergarten through high school education system State
after state passed legislation calling for nore accountability for teachers and
schools while at the sanme tinme increasing the state financial support for
education. During the 1980s, for the first tine state funding exceeded hal f of
all support for primary and secondary education and the previous high | evels of
| ocal control of education began to be seriously questioned.

Enpl oyers increased their involvenent in the education enterprise dramatically
over the decade. By one count there were fewer than 10,000 “busi ness-education
partnershi ps” at the begi nning of the decade and nore than 140,000 by the end.
These partnershi ps took nmany forns, fromthe donati on of equi pnment and staff
time to major efforts at institutional reformexenplified by the cityw de Boston
Conmpact (sponsored by the Boston Private Industry Council) and simlar efforts
in cities around the nation

The Workpl ace as a Learning Pl ace

I ncreasingly, enployers and educators are al so recogni zing that many critica
skills cannot be effectively taught in the classroom al one and need to be
rei nforced and enhanced in the job setting. This approach is widely used in
other countries but has only recently begun to take hold in the U S. Youth
apprenticeship and ot her school -to-work approaches, “structured work-based

| earni ng” for experienced workers, “enhanced” on-the-job training, and other
nodel s are anong those bei ng tested.

School -to-Wrk Transition

Al t hough the education reform novenent covered all phases of education, the
transition fromschool to work was one area that received special attention at
the end of the 1980s and into the 1990s. The American tradition of focusing on
general education and hol di ng occupational preparation for young people in | ow
regard, had left the country without a school-to-work transition system In
this area the U S. was failing to keep up with both the devel oped nations of
Europe and Asia and many new y devel opi ng nations as well.

Despite the fact that 75 percent of all jobs do not require a four-year college
education, high school education has for years focused primarily on coll ege-
bound students. VWhile sone non-col |l ege-bound students received top-quality
vocati onal education, which actually prepared themfor work after school, npst



were left to fend for thenselves in | ow standard “general curriculunm courses,
whi ch prepared them neither for college nor for enployment upon graduation

As a result, unenploynent rates anong recent high school graduates are triple
that of adults. The average young person is left to drift through a series of
unskilled and | ow paid jobs punctuated by spells of unenmploynment until, if they
are lucky, they becone attached to the |abor force. One recent study shows that
t he average young man, for instance, holds seven different jobs in the first 10
years after high school graduation and is unenployed 25 percent of that tinme.

St udi es have al so shown that the greatest concentration of good new jobs is not
at either the unskilled or professional end of the job spectrumbut in the
skilled mddl e ground. These are jobs that require solid academ ¢ achi evenent
pl us sone specialized education or training. But the average age of people
preparing for these types of jobs is well into the md-twenties. Community
col I ege techni cal and vocational programnms, registered apprenticeship in the
traditional crafts, and enpl oyer-sponsored training all reflect the del ayed
preparation for these jobs.

To address the needs in this area, a variety of progranms to rai se both academc
standards and the skills of new workers have been devel oped over the past few
years. These include Tech-Prep (short for technical preparation), youth
apprenticeship, youth academ es, and a revitalized postsecondary cooperative
education. These all l|ink high academ c achi evenent, high standards for

techni cal training, and work-based | earning. The School -to-Wrk Qpportunities
Act, signed into law in May of 1994 supports this general approach to school-to-
work transition.

Wor k- based Learning: Corporate Education and Training

Anot her area that has seen renewed vigor in recent years is the education and
training of frontline workers by the nation's enployers. Enployers now spend
$45 billion to $50 billion a year on formal training for their workers and there
is a great deal of activity aimed at inproving the quality of this education and
training especially for the frontline workers (that is, those who directly
produce products and provi de services).

Since new entrants from schools make up only 1 to 2 percent of the workforce
each year (80 percent of those who will be working in the year 2000 are al ready
wor ki ng) and the unenpl oyed are also a relatively small portion of the total

t he education and training of existing workers provides a prine opportunity for
buil ding the quality of the workforce.

The advent of the Total Quality Managenent novenent, statistical process
control, just-in-time inventory control, team nanagenent, worker enpowernent,
corporate “re-engineering” and ot her nodern managenent techni ques have led to a
ret hi nki ng about who gets trained and how they | earn. The exanple of overseas
firnse and domestic transplants has also led many firnms to reconsider their
approach to enpl oyee education. “Continuous life-long |earning” has become the
cat ch phrase anong many enpl oyers.

This all has resulted in the devel opnment of “structured work-based | earning” in
whi ch cl assroominstruction, conputer-based training, and carefully structured
on-the-job training are integrated and delivered based on a clear set of

enpl oyee performance requirenents.



State and Local Assistance for Enpl oyee Training

Anot her area of growing activity in recent years has been state and | oca

support for the training of existing enployees for econom c devel opment purposes
or to support the retention and expansion of existing firnms. Mst often
directed toward the needs of small manufacturing firms, such training is
frequently linked to technical and managenment assi stance.

Community and technical colleges are primary providers of training in this area
These col l eges are al so major training suppliers for the JTPA system although
there has been, to date, little or no connection between their JTPA-funded
training and their training of existing workers.

The federal government does have a programto provide technical assistance to
smal | manufacturing firnms interested in adopting the | atest technol ogy. This
had | ed to discussion of providing assistance in identifying training needs and
sources, although no proposal has been forthcom ng to provide actual federa
funds for enpl oyee training.

Putting It Al Together

The opportunities for Private Industry Councils to collaborate in all aspects of
t he ever-changi ng education and training field are perhaps better than they ever
have been. Mst observers believe it will take inagination, patience, and hard
work to bring about any conprehensive workforce investnment systemin the U S. or
even in any given |ocal area.



Chapt er Four
Nuts and Bolts: Adm nistering the Job Training Partnership

Many of the responsibilities of the Private Industry Council (PIC) revolve
around the setting of policies related to |ocal Job Training Partnership Act
(JTPA) programs. The Act establishes the PICs, provides core funding for PIC
activities, and lays out specific duties for the PIC. It is the PIC nenber's
responsibility to know the legislation and the adm nistrative franework

est abl i shed by the Act.

This chapter, “Adm nistering the Job Training Partnership,” reviews the

adm ni strative structure, funding, allowable activities, the delivery of
services, contracting, and performance goals under JTPA. Coordi nati on and

col | aborati on between JTPA and ot her prograns and agencies are covered here as
well. As a whole, the chapter is neant to be an overview of key el enents of the
law and their inpact on the Private Industry Council rather than a conprehensive
study of the Act and all of its attendant regul ations.

The Legi sl ative Franework

The Act itself is divided into seven “titles” which establish the |egislative
framework for all activities and prograns under JTPA. Title |I provides the
admnistrative franmework. Titles Il and Il authorize the basic state and | oca
progranms of concern to the PIC. job training for econom cally di sadvant aged
yout h and adults and for dislocated workers respectively. Title IV authorizes
nati onal prograns and activities. The other titles cover m scellaneous and
techni cal provisions. (See page 36 for a fuller description of titles.)

Adm nistrative Structure of JTPA

As is the case with nost U. S. donmestic governnment prograns, the JTPA | egislation
provides for a rather conplex federal -state-local adm nistrative structure

Each | evel of governnent, along with the PICs, has assigned roles and
responsibilities for different aspects of the Act.

Federal Role

The U S. Congress and the president determ ne the basic progranms, conditions,
and fundi ng of the Job Training Partnership Act. JTPA was originally enacted by
Congress in 1982 and has been amended by congressional action several tines,

nost recently in 1992. Each year Congress appropriates funds to the operations
of JTPA to be spent beginning July 1 of the succeeding year. (The Program Year
runs fromJuly 1 through June 30; this period serves as the fiscal year for al
prograns funded under JTPA.)

Al t hough the | aw provides the basic rules of the operation of JTPA, the U S
Department of Labor (DOL), the federal departnment authorized to adm nister JTPA
at the national |evel, develops regul ations necessary to clarify and inpl ement
the legislation. The departnment is charged with determ ning the exact all otnent
of funds to the states authorized by the Act, providing technical assistance,
program nmoni toring, audits, |abor market information, research, denonstration
and other admi nistrative and support activities.



Nat i onal Prograns

The Departnent of Labor also directly adm nisters a nunber of national

enpl oyment and training prograns authorized under Title IV of the Act. These
are generally progranms with national inpact, or where there is a special federa
interest, or prograns in which participants cross state boundaries. They

i nclude the Job Corps as well as enploynent and training prograns for Native
Ameri cans, mgrant and seasonal farm workers, and veterans. These prograns are
operated |l ocally through contractors or designated organi zations (e.g., Indian
tribes). |In addition to these national programs, Title IV of JTPA authorizes

t he National Comm ssion for Enploynment Policy (NCEP), which is responsible for
exam ni ng broad issues of devel opnent, coordi nation, and adni nistration of

enpl oyment and training prograns, and for advising the president and the
Congress on national enploynment and training issues. The commi ssion's 15
menbers are appointed by the president.

Al'l of these national programs and activities accounted for about a quarter or
$1.1 billion of the $4.3 billion in total JTPA funding in the 1993-1994 program
year. But the Job Corps, at $966 nillion, received the lion's share of this
noney, |eaving only about $135 million for all other national activities.

Nearly 75 percent of the total, or $3.2 billion, was distributed to the
governors for use by states and PICs in prograns under Titles Il and Il of the
Act including federal discretionary funds reserved for the states under Title
[11. (See Table 1.)

State Role

The states play a key internediary role in the admnistration of JTPA. They
establish the boundaries of the service delivery areas, allocate funds,

est abl i sh program performance standards, devel op a statew de coordi nati on plan
for enploynment and training activities, directly adm nister JTPA prograns for

ol der workers, vocational education, and dislocated workers, supply training and
techni cal assistance to localities, ensure accountability in program and
financial reporting, and conduct biennial audits of SDA/ Pl C expenditures of JTPA
funds.

The governor del egates state JTPA administrative responsibilities to a state
adm ni strative agency, usually the state Departnment of Labor or Departnent of
Enpl oynment Security. The governor is advised by a State Job Trai ning Coordi -
nati ng Council, which devel ops the state coordination plan, reviews SDA
performance, and may make specific funding recommendati ons in areas of state
di scretion.

St at e Set - Asi des

The | aw provi des state “set-asides” of funds to allow the states to carry out
specific functions or progranms. Each state is allowed to retain 5 percent of

all Title Il funds it receives for admnistrative purposes. Another 5 percent
of all Title Il funds allotted to the state are set aside for performance

i ncentives and technical assistance to the local programs, 8 percent for the
state vocational education system and 5 percent of Title Il adult funds only

for special older worker job training progranms. The remaining 74 percent of
Title I'l-A adult funds received by the state and 82 percent of Title C youth
funds nust be allocated to the service delivery areas by a stipulated forml a.

Forty percent of Title Ill funds are available to the state to carry out a
variety of state-level dislocated worker-related activities, including the



fundi ng of “rapid response” prograns for plant closings and adm nistrative
costs. The remaining 60 percent of the funds received by the state must be
allocated to |l ocal grant recipients (al nost always the SDAs) by fornula. Mich
of the state 40 percent is usually contracted or allocated to SDAs as well.

Local Rol e

The | aw provides that, at the local level, the PIC work in collaboration with
the I ocal elected officials. (See Chapter One for a description of the service
delivery structure.) Together they are to use JTPA funds in coordination with
ot her prograns to provide services and hel p devel op an effective workforce

i nvestment strategy targeted to di sadvantaged and di sl ocated workers in their
communities.

Progranms and Basic Eligibility

The core JTPA programnms that PICs oversee are funded under Titles Il and 111 of
the Act. These are:

* Title I'l-A Adult Training Prograns, which provide for job training
services to | owincome persons over the age of 21

* Title I'l-B Sumer Youth Enploynment and Training Prograns,
whi ch provide for sumer jobs and renedi al education services for
| owi nconme 14- to 21-year-olds;

* Title I'1-C Youth Training Prograns, which provide for year-round job
training services for lowinconme 14- to 21-year-olds; and

* Title I'll Dislocated Wrkers Training Prograns for those of any age
regardl ess of incone who have |ost jobs to which they are not
expected to return.

Table 1
1995- 1996 JTPA Funding (in mllions)

Title Il D sadvant aged Title Il Total Funding

A, Adults $ 1, 055

B. Summer Youth 1, 056

C. Year-Round Youth 599 | $ 2,709
Title I'll Dislocated Wrkers $ 1,296
Title IV National Prograns Title IV Total Funding

Job Cor ps $ 1,099

Al'l ot her 262 | $ 1,361
JTPA Total Funding $ 5, 367

The PI ¢/ SDA may al so receive ot her JTPA funds, including ol der worker program
funds for lowinconme adults over 55 years of age, special additional Title II
grants for dislocated worker prograns, vocational education (JTPA 8 percent
funds), and performance incentive grants. Many SDAs al so solicit and receive
non-JTPA public or private funds which are not subject to JTPA regul ations. Al
of these activities fall under the PIC s oversight.

Eligibility of individuals for training services under each programis quite
specific and spelled out in the Act and regulations. This includes the exact
definition of “low inconme,” the requirenment that Title Il participants have



other barriers to enploynment besides poverty (e.g., educational deficiencies),
and residency requirenents. The Act strongly encourages PICs to fund services
to those with the greatest needs. The SDA grant recipient is liable for funds
spent on ineligible participants and nay be required to reinburse the governnent
for such funds.

Strategi c Pl anni ng

Planning is one of the primary functions of the Private Industry Council. Every
two years, in cooperation with the local elected officials, the PICis required
to devel op and submit to the state a Job Training Plan outlining plans for the
expendi ture of funds under Title Il for the coming two years. This plan is
updat ed each year. No funds may be allocated to the SDA wi thout subm ssion of
the PI C-approved plan. (Most states require a simlar plan to be subnmitted by
the SDA under Title I11.)

This plan provides the PIC with the opportunity to ook at the big picture every
two years and to enter into agreements with other agencies to coordinate with
the JTPA progranms to help develop the | ocal workforce investment system Under
the plan, the PICis free to choose the mix of clients it proposes to serve, the
types of training and other services that will be nade avail able, and the types
of occupations and industries for which participants will be prepared.

Per f or mance St andar ds

JTPA is a performance-driven system Except for summer jobs prograns, the
primary goal of all JTPA prograns is to train and place participants in

per manent, unsubsidi zed, year-round enpl oynment at a sustai nabl e wage. Each PIC
has considerable latitude in achieving this goal

Pl Cs may choose different nmixes of services, may choose to serve client groups
in different proportions depending on |ocal conditions, and may determ ne which
i ndustries or occupations their clients are to be prepared to enter. In return
for this flexibility in the process, the PICs are required to conmit to certain
out cones.

The state, using a formula which takes into account various econom ¢ conditions
and types of clients served in each SDA, establishes program perfornance
standards. There are nultiple standards, including standards for job placenent
rates, increases in earnings, retention rates, and reduction in welfare
dependency. For youth, other positive outcomes (such as conpleting school

achi eving specified enpl oynment conpetencies, or continuing training upon

conpl etion of high school) are used in addition to job placement and retention

The PI Cs/ SDAs are provided with both incentives and sanctions to neet the estab-
i shed performance standards. Financial incentives for achieving the standards
are paid out of the state incentives and technical assistance funds (the so-
called 5% funds). SDAs are provided technical assistance by the state in
nmeeting the standards. |If an SDA fails to neet perfornmance standards for nore
than two years, the SDA may be subject to sanctions, including reorganization or
the selection of an alternative SDA adm nistrative entity.

Cost Limtations
For nost prograns, the 1992 amendnents to the Act limt admnistrative costs to

20 percent of an SDA's grant and requires that at |east 50 percent of the funds
be used for direct training services. The renaining funds may be used for such



supportive services as counseling, transportation, and child care. The
adm ni strative costs can be spent for planning, contracting, program nonitoring,
support for the PIC, and general managenent costs.

The Act allows a wide variety of services to be provided within the cost
[imtations nentioned above. These include intake, eligibility determ nation
testing, counseling, basic education services, English-as-a-Second-Language
(ESL), classroomvocational instruction, on-the-job training, job search

trai ning, and pl acenent assistance. The mx of these services will be
determ ned by the needs of individual clients, |abor market demand, and
avai |l abl e resources within the conmunity.

Coor di nati on Anong Prograns and Agenci es

Every community has a broad array of services avail able for the education,
training, and placenent of individuals in jobs. These include the job placenent
services of |ocal Enploynent Service offices, high schools, vocational education
centers and progranms, comunity and technical colleges, adult education
progranms, the Job Qpportunities and Basic Skills (JOBS) programfor welfare

reci pients, nonprofit community-based job training agencies, economc

devel opnent agencies, and a variety of public and private social service

agenci es.

The challenge for the PICis to determ ne the strengths of each of these
agenci es and prograns and to judiciously use JTPA funds to | everage the highest
quality of services to the greatest nunber of individuals.

Servi ce Providers

Al though the PICis free to direct SDA staff to provide any or all services

wi thout the use of contractors, nost PICs find it cost-effective to subcontract
a mpjor part of the JTPA client services to outside service providers. Service
provi ders may include both public and private organi zations (for-profit and
nonprofit) capabl e of providing any service necessary to achi eve performance
goal s.

The |l egislation stipulates specific contracting rules and regulations to prevent
conflicts of interest, fraud, and other abuses. The SDA staff is required to
carefully monitor and evaluate the performance of all subcontractors to ensure
conpliance with the aw and to maintain the | evel of perfornmance required by the
performance standards. In addition, the staff is required to provide the
necessary training and technical assistance to subcontractor staff to facilitate
qual ity performance

The JTPA Titl es

As with nost federal |egislation, the text of the Job Training Partnership Act

is divided into “titles,” “parts,” and “sections.” As a PIC nmenber you will be
expected to recognize “Title I1-A" as the programfor di sadvantaged adults and
“Title I'l'l” as the dislocated workers program The follow ng provides a

t hunbnai | sketch of the titles and major parts of the Act.

Title | establishes the overall framework for the administration of all JTPA
activities, including the creation of service delivery areas and Pl Cs, as well
as the delineation of federal, state, and |local responsibilities under the Act.

Title Il authorizes job training services for the econom cally di sadvant aged



and is a primary focus of PIC responsibility. Part A deals with Adult
Training Progranms, Part B with Sumrer Youth Enpl oynent and Trai ning
Prograns, and Part C with year-round Youth Training Prograns. Specia
state set-asides are provided for ol der workers and vocational education
prograns as well as for state adm nistrative and technical assistance
responsibilities. State Job Training Coordi nati ng Councils are authorized
under this title, as well.

Title I'll authorizes prograns for dislocated workers. Part A deals with
state and substate activities and Part B covers federal responsibilities and
activities. SDAs usually are designated by the governor to be responsible for
the adm nistration of local Title IIl prograns.

Title IV covers a wide range of federally adm nistered prograns,

i ncluding those for Native Anericans and farm workers, the Job Corps,

Vet erans Enpl oynment, and such specialized activities as research, the
devel opnent of | abor market information, and enpl oynent assistance for
di saster relief. Title IV also authorizes the National Conm ssion for
Enpl oynment Pol i cy.

Title V authorizes a special enploynent programfor welfare recipients
entitled Jobs for Enployabl e Dependent |ndividuals Incentive Bonus

Progranms, or JEDI. Though authorized, the program has not been funded.

The primary federal vehicle for enploynment and training assistance to welfare
recipients is the Job Opportunities and Basic Skills Act (JOBS), which is

aut hori zed under the Fam |y Support Act of 1988.

Title VI covers m scellaneous subjects largely relating to other |egislation
such as the Wagner Peyser Act (the Enpl oynment Service) and welfare
provi sions of the Social Security Act.

Title VII allows for, but does not require, the creation of State Human
Resource I nvestnent Councils to coordi nate various federally funded
wor kf or ce devel opnent progr ans.



Chapter Five
Becom ng an Effective PI C Menber

It takes tinme, hard work, and a willingness to |learn to becone an effective PIC
menber. Each PIC and supporting SDA staff has its own personality shaped by the
i ndi vidual s who participate. And each PICis responding to a uni que econom c
and social environment and set of outside players with which it nust interact.
Both the local environment and the interests of players nmust be mastered if a
new nmenber is to have an inpact on the workforce investnent system

Still, there are sonme general principles that apply to all PICs. For exanple,
every PIC menber nust understand the “business” or role of the PIC as conpared
to that of the administrative staff. The PIC nenber needs to understand the

| ocal econony and | abor market; be prepared to participate in the devel opnent of
the PIC s mission, strategic plan, and annual priority setting; be willing to
beconme familiar with the SDA' s prograns, service providers, participants, and
enpl oyers; and be ready to devel op good working relations with the staff.

The Business of the PIC

The “busi ness” of the Private Industry Council is separate and distinct fromthe
“busi ness” of the service delivery area adm nistrative entity. The busi ness of
the PIC, as a board of directors, is to provide broad strategic direction

i ndependent oversight of activities, and connections with key outside

organi zati ons, boards, and elected officials. The business of the SDAis to

i npl enment the policies of the PIC within the constraints of appropriate

| egi sl ati on and avail abl e resources.

Pl C menbers are appointed for their special know edge of affairs beyond the

i medi at e experience of the staff —that is, their understandi ng of the econony,
t he education system |I|abor, social services, and the needs of enployers and
program partici pants. The PIC board provides the SDA with | egitimcy, support,
and access to other organizations. This separation of duties may sound
perfectly reasonable. But it is difficult to keep straight. There is a
tendency on the part of any board to overmanage the details, on the one hand, or
to |l eave everything to the staff on the other

Staff, in all good faith, will at various tinmes encourage one or both of these
tendencies. PIC nenbers may be asked to review and decide on every little

detail, and becone buried in paper in the process. O they may be asked to
sinmply rubber stanp decisions that have already been nade at the staff |evel.
Fi ndi ng the bal ance between these two approaches will |ikely be a constant

chall enge. One way to maintain this balance is to establish in the m nds of
both staff and nenbers what it is that each does best and then structure the PIC
meetings to allow this to happen. As indicated, the PIC needs to keep focused
on understandi ng the | ocal econony and | abor market, establishing the m ssion of
the SDA, strategic planning, determ ning annual funding priorities, maintaining
oversi ght, advocacy and marketing, and coordination

Reviewing the Big Picture

Pl C menbers bring a diverse understanding of the | abor market —both supply and
demand —to a single neeting place. This offers unique opportunities for the
sharing of information and insights. Each neeting should devote at |east sone
time to discussing the condition of the econony, the | abor market, and the
general state of the |local education and training system PIC nenbers should



ask that such discussion be put on the agenda and should be prepared to share
t he speci al know edge about their industry or sector with fellow nmenbers at the
nmeeti ngs.

Unfortunately, too often such matters don't get discussed at PIC neetings
because they are crowded out by reporting on adnmnistrivia and voting on matters
that would be better left to the managenent. PIC nenbers should al so be carefu
to avoid tal ki ng about narrow “prograns” during di scussions of the big picture.
Everyone likes to hear about the wonderful job that Ms. Smith is doing with the
di sadvant aged kids at the |l ocal YMCA. Such discussion has its place but not in
this context. Comng to consensus about the broad condition of the | abor market
and the econonmy will allowthe PICto neet its other responsibilities nore
successful ly.

Defi ning the M ssion

There are many things an SDA could do. But to retain focus and effectiveness,
the PIC needs to decide what it should do. |In other words, the PIC needs to
define the mssion of the organization. This is acconplished through the
devel opnent of a m ssion statenent.

The m ssion statement is a formal, witten declaration of the general purpose
and ultimate goals of the organization. 1t provides the framework wi thin which
all work of the organization is conducted. It is usually short, not nore than a
page, but contains the essential elenents of agreement about the nature and
direction of the organization. The nmission statenent is usually revisited at

| east once a year to ensure that there is still agreenent as to the broad
direction of the organization

The process of developing a mssion statement is not as sinple as it may seem
Too often PIC nenbers and the staff assune that they know the m ssion of the
organi zation w thout having discussed it and arrived at consensus on the matter
They may resist such discussion as unnecessary. But the fact is that |ack of

di scussion to clarify the m ssion can cause profound m sunderstandi ngs. Wt hout
di scussion individuals will often have different, but unspoken, ideas as to the
m ssion. This can lead to nuch confusion and rancor in the PIC policy

di scussi ons.

Most PICs take time to di scuss and develop the nmission statenent in a separate
meeting, often at a |location renoved fromthe day-to-day distractions of the
of fice.

Strategi c Pl anning

Once the mssion is clear, the PIC needs to nove on to strategic planning. This
is called for in the JTPA legislation, but it should not be narrowly confined to
| ayi ng out goals for JTPA activities. The strategic plan should flow fromthe

m ssi on statenent and have cl ear and neasurabl e goals with specified dates for

t heir achi evement over a multiyear period.

Strategic planning should lead not only to a general plan for the expenditure of
known resources (such as JTPA funds) but also to the devel opnent of additiona
resources if these are called for by the mssion statenent. |In addition to
provi di ng gui delines for spending anticipated funding, the strategic plan should
cover fund raising, the devel opment of in-kind contributions fromnmenbers and

ot hers, and nonfinanci al agreenents anong agencies to cooperate in the provision
of services.



As wi th devel opment of the mssion statement, strategic planning is often
conducted in a retreat format, which allows tine for brainstornm ng and the
sifting of priorities until consensus is reached. Many Pl Cs use an outside
facilitator to guide the discussions and clarify the deci sions.

Setting Annual Funding Priorities

Even with a mission statement and a strategic plan, the PICwll still need to
establish annual priorities for such activities as JTPA adult, youth, and

di sl ocat ed worker progranms. These priorities will flow fromthe m ssion and
strategic plan but will necessarily vary fromyear to year based on changi ng
funding levels, |ocal econonm c conditions, and the performance of prograns
funded during the previous year

PIC comm ttees often devel op reconmendations for funding priorities in the
different areas of PIC concern (youth, adults, education, etc.). These
conmittees are usually the sanme groups that nonitor the progress of progranms in
gi ven areas during the year

The priorities established should be clear enough to allow staff to develop a
contracting process (e.g., requests for proposals) and to make reconmmendati ons
for specific prograns to be funded. The basic rule is that the clearer the
priorities are up front, the less acrinony there will be when it cones to maki ng
speci fic fundi ng deci si ons.

Many Pl Cs devote only two neetings a year to funding decisions: one to agree
upon recomended priorities and one to nmake final recomendations for funding.
Any nore than that tends to distract the PIC fromits broader m ssion

Oversi ght

The PIC has a responsibility to be kept inforned about the progress of prograns
during the year. It is the SDA staff's responsibility to conduct regul ar on-

site nmonitoring of programs and to ensure that statistical reports are accurate
and tinmely. It is also their responsibility to report their findings to the PIC

However, too much information can often be worse than no information at all. A
great deal of programmatic and financial data is required of each JTPA program
for instance. The raw reports may be nore than can be absorbed by the average
Pl C menber and | engthy oral reports can distract fromthe PIC s other business.

Pl C menbers should insist that reports are kept short and sinple. The nunbers
can usually be kept to one page as long as the definitions are clear. The
formats can be determ ned by a subcommittee of the PIC to ensure that the

i nformati on of greatest interest and inportance is provided.

Pl Cs should reserve sone part of every neeting for oral reports on specific
service provider prograns funded by the PIC. (This is the chance for Ms. Smith
to have her say about her programfor the kids at the “Y.” But be careful

i nteresting presentations and good intentions do not necessarily translate into
ef fective prograns. Ask the hard questions.)

Many PICs rotate oral reports on different prograns over several neetings,
allowing greater tinme for understanding individual progranms and reserving tine
in the neeting for other matters. Certainly, full statistical reports should be



available to all PIC nmenbers, but for nost nenbers, the key information will
suffice.

New PI C menbers may wi sh to take the tinme to acconpany staff on one or nore
monitoring visits to service providers. (Check first to see if the PIC has a
regul ar procedure for this so as not to overburden the service providers.) This
will give the menbers a real feel for how the prograns operate and a chance to
nmeet the custoners. It also will provide themthe opportunity to study how the
services are designed, how well the service provider staff is trained, and the
general sequence of services fromoutreach and intake through training and

pl acenent .

Through tal king to service provider staff, nmenbers can determne first-hand the
provi ders resource needs, the difficulties they may face in coordinating
services with other agencies and prograns, their understanding of the genera

| abor market, and other issues related to the quality of the services provided.

H ring, Training, and Conflict of Interest

The nost direct service PIC nmenbers can provide is to encourage their conpanies
and agencies to train and hire participants. It is expected that the

organi zati ons of both public and private sector PIC nmenbers will be involved in
providing services to participants and hiring participants when they have
conpleted training. For private sector nmenbers the training nost often takes
the formof on-the-job training (QT) in which enployers are rei nbursed for
extraordinary training costs up to half of the participant's wage while in
training. Public and private nonprofit organizations represented on the PIC
nost often provide recruitnment, intake, assessnent, counseling, classroom

i nstruction, and placenent services.

VWil e these activities by the organi zati ons represented on the PIC are

encour aged, PIC nenbers nmust be careful to avoid any conflict of interest in
which they would materially benefit fromany decision in which they participate.
By federal law, a PIC nmenber may not “cast a vote on the provision of services
by that menber (or any organization which that nmenber directly represents) or
vote on any matter which would provide direct financial benefit to that nenber”
(JTPA Section 141). Thus, PIC nenbers nust disclose —on the record —their
interests and “recuse” (renove) thenselves fromany voting or influence
regardi ng their organizations.

However, the law is clear as well that PIC nmenbers' organizations may receive
funds. “Neither menbership on the PIC nor the receipt of JTPA funds to provide
training and rel ated services shall be construed, by thenselves, to violate” the
Act or regulations (JTPA Regul ati ons at section 627.420(c)(4)(ii)). For

exanpl e, private enployers represented on the PIC are eligible to receive QJT
training contracts fromthe PIC and conmunity organi zati ons and educati on

agenci es, which are required to be represented on the PIC, are not disqualified
from operating JTPA prograns

O course, no PIC nmenber may solicit or accept “gifts” of any value from
contractors, subcontractors, or potential contractors to avoid the “appearance
of conflict” as well as actual conflict.

State and | ocal regulations may vary in detail fromthe general principles
stated in federal law, but not in substance. PICs are required to have a
witten policy on conflicts of interest to ensure that nenbers are clear as to
the rules. There is never any conflict of interest for any nmenber whose



organi zation sinply hires participants or provides services to participants
Wi t hout rei mbursenent.

Pronoti ng Coordination

The success of coordination rests, first and |l ast, on the personal relations and
trust among key individuals in differing organizations. PIC nenbers bring a
speci al potential for |inking various aspects of the workforce investnent system
because the key organi zations in the workforce investnment system —enpl oyers,
econom ¢ devel opnent agenci es, education, comrunity organi zati ons, organized

| abor, and welfare prograns —are all represented on the PIC

As long as the PIC devel ops a strong cohesion around its mssion, the individua
menbers can play a critical role in getting all of these organi zati ons worki ng
in harnmony to build a coordi nated system out of disparate parts of education and
traini ng.

Public Rel ations and Marketing

Reputation is all. Education and training prograns are val uable insofar as they
are understood and trusted by those who use the services. It is therefore
critical to communicate the PIC s nessage and acconplishnents to key
constituencies, including enployers, students, parents, trainees, or other
agencies. |If enployers have m sconceptions about the quality of program
graduates, if students or trainees or parents doubt that participation will be
worth the effort, or if other agencies question whether their participants wll
be well served by coordination with Pl C sponsored prograns, all other efforts to
build a quality SDAw Il fail

Public relations and marketing are, therefore, key functions that PIC nenbers
are uniquely qualified to perform This can take many fornms, from i nfornal

di scussion to a full-fledged marketing canpaign. Materials are available to
assist PIC nmenbers in nmaking formal presentations about the PIC activities to
busi ness groups and others. Private sector nenbers who have famliarity with
public relations and marketing can be of particular assistance in this area.

Working with Staff

The success of the PIC ultimately depends on the quality of the staff and its
relations with the PIC nenbers. Nevertheless, there are sone natural points of
tensi on between the part-tine, volunteer board and the full-time, paid staff.
This is all the nore true if the SDA staff are not enployees of the PIC but of a
separate public or nonprofit agency.

SDA staff are hired because of their special skills and know edge relating to
the direct administration of enploynent and training prograns. The staff
provi de technical expertise, day-to-day managenent, and a detail ed understandi ng
of legislative requirenents. They may becone frustrated with Pl C nenbers who

by their nature, are less well inforned about these matters.

There is also a natural inclination for staff to resist a broader role for the
PIC and to limt the operations of the board. The broader role neans nore work
for the staff and less control of events affecting their job. They have a
point. Up to a point. It is the staff, after all, who will be held accountable
for audit exceptions and it is they who will feel the heat from disgruntled, but
politically powerful, potential contractors who did not get funded.



Still, the PIC has the duty to make key decisions and should not abdicate this
responsibility sinply to please staff. Rather, PIC nenbers need to ook to the
legitimate needs of the staff and their functions. Staff should be held
accountabl e, but also need to be trusted to manage the prograns and shoul d not
be second-guessed once PIC policy has been nmade cl ear

The staff also need the tools and the training to do their job well. PIC
menbers shoul d nake every effort to nake sure they get these. A good rule of
thunb is that staff, especially the frontline (direct service) staff, can never
be overtrai ned.

The rul es of any good organization apply to PIC/ SDA staff relations: deal with
the director; don't go around himor her to other staff; don't play staff
politics; keep the director inforned of any activity or discussions conducted on
behal f of the PIC, don't contact clients or contractors w thout notifying the
director; make sure the director has an annual performance review

Getting to Know the Custoners
Under st andi ng Partici pants

The program participants are the primary customers of the PIC. Their success or
failure is the PIC s success or failure. Nevertheless, nost new Pl C nenbers
feel somewhat unconfortable dealing with program participants. There are often
superficial cultural and social differences between the PIC nmenber and the
partici pants that disguise the participants' capabilities and potenti al

This is exacerbated by the fact that participants often underestimate their own
capabilities. For the young and others who have not participated in the

mai nst r eam econorny, the prospect of doing so can often be daunting. Dislocated
wor kers who have long held a job with a single enployer, may believe they have

no ot her marketable skills. Unfortunately, poorly trained staff can sometines

encour age these beliefs.

Certainly, many unenpl oyed and | owi ncome peopl e have severe barriers to self-

sufficiency and successful careers. But these are not insurmountable. It is
i mportant for PIC nenbers to have a realistic understanding of what these are
and not make judgnents fromafar. It is only with such understanding that PIC

menbers can nmake effective policy decisions regarding services to participants.

To gai n such understanding PIC nenbers need to put thenselves in the shoes of
the participants, to think how hard it was to find their first job or even their
last job, to think about the first day on their current job and all that they
have | earned since then. But nostly they need to neet a variety of
participants; find out their stories, their needs and hopes. PIC nmenbers may

wi sh to serve as “nentors” to participants in order to both help the participant
t hrough tight spots and gain insight into the challenges faced by the

partici pants.

Worki ng wi th Enpl oyers

Enpl oyers provide the other half of the PIC custoner base. |If enployers are
satisfied with the quality of education and training provided to participants,
they will turn nore often to Pl G sponsored prograns for new enpl oyees.
Successful prograns get the best candidates to the enployer the soonest.

Qut st andi ng prograns antici pate enpl oyers' needs.



Al'l enpl oyers —whether public or private —want the best candi dates avail abl e
at market wages. And, once they are ready to hire, they seek to fill the
positions pronptly. Wile these may seem obvi ous principles of hiring, they are
often forgotten by enpl oynent and training prograns. Sone service providers
seek to appeal solely to the enployers' charitable instincts in placing | ow

i ncome and unenpl oyed participants rather than to the enployers' need for
qualified workers. This may work occasionally, but no organi zation that uses
charity as a regular hiring criteria will long be in business.

Successful PICs have systens to determ ne specific requirenments of jobs and the
process by which these jobs are filled. This is not always easy. Devel oping
such a systemis a primary responsibility of the SDA staff and the service

provi ders, but the PIC nenbers, especially those in the private sector, have
much insight to bring to the table. PIC nenbers can al so be useful in assisting
staff and service providers in gathering the needed information from enpl oyers,
uni ons, and current enpl oyees.

The best way to determine the job characteristics and hiring processes is to get
to know t he people who actually do the hiring at firms and agencies. These are
nost often the human resource managers or supervisors rather than senior

executi ves.

A good place for PIC nenbers to start |earning how the enpl oynment process works
is with their own conpani es or agencies. Mst PIC nenbers are thensel ves

enpl oyers in either the public or private sector. Yet, unless they are human
resource managers, it is unlikely that they know, in detail, how their conpanies
recruit, hire, and train frontline workers. Finding this out can give valuable
i nsi ghts.

Menbers of the PIC who are human resource managers can be useful to their fell ow
menbers and to the staff by describing, in detail, the process and criteria they
use in their own conpanies to sel ect candi dates for jobs.

Wth a know edge of their own organizations' needs, and those of colleagues on
the PIC, nenbers will be prepared to approach other enployers in the conmunity
to find out what jobs they regularly hire for, what the qualifications are for

t hose jobs, and how the SDA service providers can best work with themto neet
their needs and to try to correct deficiencies in current education and training
progr amns.

In strategic industries, the PIC may want to research systematically the skills
needed for key jobs that offer potential for participants. Carefully designed

surveys, focus group discussions, and other techniques can greatly increase the
Pl ¢ SDA' s knowl edge of how to neet enployers' needs in such industries.

Pl C menbers can serve not only by gathering information from enpl oyers but al so
by providing themw th information. As is the case with nost people, enployers
probably have m sperceptions about the potential of enploynment and training
program partici pants. They nmay believe that just because sonmeone is on welfare,
i s unenpl oyed, or is young that person will not nmake a good enpl oyee.

It serves no purpose to enphasize these characteristics —which, after all, are
unrel ated to conpetence —to enployers. Mst enployers would think tw ce about
hiring someone who was | abel ed “di sadvant aged” but they al nost certainly hire
such individuals all the tine. Rather, it is far better to share exanpl es of
successful progranms and participants with enployers and to pronote the speci al



services the SDA may have available to help themin their hiring and training of
new enpl oyees.

VWhat You Can Bring to the Table

A PIC menber is not a potted palm You are supposed to do things. The
Cetting Started section on page 8 describes actions you can take at the
begi nning. The follow ng are some things you can do as you go al ong.

1. Take the floor. You have special know edge and under st andi ng of
your industry or agency that can be of great use to your fellow PIC
menbers and the staff. Ask for time to nmake a formal presentation to
describe your industry and its enploynent and training needs. Be concrete
and factual

2. Net wor k. Use your friends, colleagues, and the organizations to
whi ch you belong to gather information about education, training, and the
| abor mar ket needs of your conmunity.

3. Tell the PIC story. Use your connections to pronote the work of
the PIC. Ofer to speak, show videos, or arrange for others to do so at
nmeeti ngs of the business organizations and fraternal groups you belong to.

4. Contribute services. Many PI C nmenbers represent businesses that
have technical expertise in such areas as marketing, printing, public
rel ations, |aw, accounting, training, and managenment consulting that can
be of great utility to the effectiveness of the PIC and the SDA. See if
your organi zation would be willing to contribute its expertise to the
PICs effort.

5. Rai se funds. Use your connections and expertise to help raise
funds for PIC efforts fromlocal corporations and foundations. (Mny
foundations restrict their giving to local communities.) You or your
staff may al so be hel pful in preparing and produci ng proposals for public
fundi ng which the SDA staff does not have the resources or expertise to
pur sue.

6. H re and train. Your business or agency enploys people. It al nost
certainly hires people for jobs that require less than a four-year college
degree. Link your human resources staff with schools, service providers,
and pl acenent agencies to ensure that your organization uses these
resources. This will also give you a better feel for the quality of

servi ces being provided by PIC sponsored progranms. |If you don't want to
hire the participants, it is unlikely that other enployers will either.

Concl usi on

The work of the PIC nmenber is one of continuous growh and | earning. It

requi res study, foresight, and a broad understanding of the |ocal econony and

| abor markets. But it can be extrenely rewardi ng when the PIC nenber sees
program partici pants, enployers, and nei ghbors benefit. It brings together
those who work in the private econony and those work who for the public to serve
the conmon good. It is an honorable calling.



Appendi x

Acronyns and Acts

As with any specialized field, the enploynment and training system has many
uni que terns, abbreviations (acronyns), and legal citations. The follow ng
supplies a quick guide to the nbst conmmonly used enpl oynent and training
acronyns and | egislative references.

Carl Perkins The Carl D. Perkins Vocational and Applied Technol ogy
Education Act of 1990. Authorizes federal vocational education prograns.

CBO Comunity-based organi zation. Local nonprofit organization that provides
enpl oyment and training services.

EDWAA Economi ¢ Di sl ocation and Worker Adjustnent Assistance. Title 11l of

the Job Training Partnership Act, which authorizes prograns for dislocated

wor kers (those who have been permanently laid off as a result of plant closings
or other permanent reductions in an enpl oyer's workforce).

ES The Enpl oynent Service (al so known as the Job Service). Authorized to
provi de | ocal job placenent and counseling services under the \Wagner-Peyser Act.

HRI C Human Resource Investnent Council. (Also State Human Resource

I nvestment Council.) Authorized under the Job Training Partnership

Act. Governor may, but is not required to, establish council to serve as
the state advisory council to coordinate prograns authorized under the
federal Job Training Partnership Act, the Carl Perkins Act, Wagner-
Peyser, the National and Community Service Act of 1990, the Adult
Education Act, and the enpl oynment provisions of the Food Stanp Act.

If established by the governor, this council may exercise the
responsibilities of the State Job Trai ning Coordi nati ng Council and
simlar councils authorized under the other pieces of |egislation

JOBS Job Opportunities and Basic Skills program Authorized under the
Fam |y Support Act to provide enploynent and training services for
wel fare recipients.

JTPA The Job Training Partnership Act. Authorizes job training services for
the | owincome unenpl oyed and di sl ocated workers (those who have

been permanently laid off as a result of plant closings or other

per manent reductions in an enployer's workforce).

K-12 Kindergarten through 12th grade, also el enentary and secondary educati on
LEO Local elected official. (A so chief local elected official.) The JTPA
designation for the local public partner with the Private Industry Council in
the service delivery area

NAPI C Nati onal Association of Private Industry Councils.

NCEP National Comm ssion for Enploynent Policy. A 15-nenber advisory

council responsible for making broad policy recomendations to the

presi dent and the Congress on enpl oynent and training issues.

NO CC National Gccupational Information Coordinating Comrittee. (See
SAa CC.)



Q)T On-the-job training.
PIC Private Industry Council.

RFP  Request for proposal. The docunment in the contracting process which | ays
out the requirenments and conditions for bids from outside vendors and
service providers.

SCANS Secretary's Conm ssion for Achieving Necessary Skills. A U 'S. Depart-
nment of Labor conm ssion which researched and nmade reconmenda-

tions regarding the skills required to participate in the nodern

econony. (Report available.)

SDA  Service delivery area. The geographic area (city, county, etc.) under the
purview of the PIC and LEO in Job Training Partnership Act prograns. Al so,
the JTPA adm nistrative entity that serves the clients in this geographic area.

SJTCC State Job Training Coordinating Council. Governor's advisory counci
est abl i shed under the Job Training Partnership Act to oversee and
coordinate job training efforts in each state.

SO CC State Cccupational Information Coordinating Committee. Federally
supported group in each state which coordi nates the devel opnent and

di ssem nati on of |abor market information for agencies, students, and
ot her users.

SYEP Summer Youth Enpl oynent Program Title I11-C of the Job Training
Partnership Act. Supports sumrer jobs and educational enrichment
progranms for |owincone youth.

TAA  Trade Adjustnment Assistance. Program established under federal trade
| egi sl ati on whi ch provides incone and training assistance to workers
laid off as a result of international conpetition

TIJTC Targeted Jobs Tax Credit. A provision of the Internal Revenue Code
whi ch provides tax credits to enployers for hiring certain targeted
groups (youth, disabled, etc.).

Tech-Prep Techni cal Preparation. Program which conbines the |ast two years of
hi gh school with community col |l ege occupational instruction. Supported under the
Carl D. Perkins Vocational and Applied Technol ogy Educati on Act of 1990.

ul Unenpl oynment i nsurance. Program funded through a conbi nati on of
federal (Federal Unenploynment Tax Act) and state unenpl oynent
taxes to supply income support for persons who have |lost their jobs.

Voc Ed Vocati onal education. Hi gh school and comunity coll ege prograns to
educate students in occupations. Federal programis the Carl D
Per ki ns Vocational and Applied Technol ogy Educati on Act of 1990.

Wagner - Peyser The Wagner - Peyser Act of 1933. Established the Enpl oynent
Service (ES) to provide job matching assistance to unenpl oyed i ndividuals no
matter what the reason for unenpl oynment or their previous incone.



Bi bl i ogr aphy

AFL- Cl O Human Resour ces Devel opnent Institute. Handbook for Labor Repre-
sentatives Serving on State and Local JTPA Councils. Wshington, D.C: Human
Resources Devel opnent Institute. 1990

Aneri can Vocational Association. The AVA Quide to the Carl D. Perkins
Vocati onal and Applied Technol ogy Educati on Act of 1990. Alexandria, Virginia:
Aneri can Vocational Association, Inc. 1990.

Conmmi ssion on the Skills of the American Wrkforce. Anerica' s Choice: High
Skills or Low Wages! Rochester, New York: National Center on Education and the
Econony. June 1990.

Job Training Partnership Act (JTPA) Advisory Comrittee. Christopher King, ed.
Working Capital: JTPA Investnents for the 90's. Washington, D.C.: U S
Departnment of Labor. March 1989.

Job Training Partnership Act (JTPA) Advisory Conmmttee. Lloyd Fel dman, ed.
Working Capital: Coordi nated Human Investnent Directions for the 90's. Wash-
ington, DC.: U'S. Departnent of Labor. October 1989.

Levitan, Sar A, and Frank Gallo. A Second Chance. Kal amazoo, M chigan: WE.
Upj ohn Institute for Enploynment Research. 1988.

Jobs for JOBS: Towards a Wrk-based Wl fare System Washington, D. C.:
Center for Social Policy Studies, The George Washi ngton University. 1992.

McDonal d, Gertrude C. JTPA, Strengthening the Partnership. Mnograph Seri es.
Washi ngton, D.C.: National Comm ssion for Enploynent Policy. Septenber 1988.

Nati onal Alliance of Business. An Overview of the New Job Training System
Sur vey
Report I. Washington, D.C: National Alliance of Business. 1984.

The Whol e PIC Catal og: Organization, Planning and Service Delivery
Options under JTPA. Washington, D.C.: National Alliance of Business. 1985.

VWhat's Happening with JTPA? The 1984 NAB Survey of PIC Chairs and SDA
Admi ni strators. Washington, D.C.: National Alliance of Business. 1985.

Meeting Job Training Needs in Rural America. Washington, D.C.:
National Alliance of Business. 1986.

Is the Job Training Partnership Wrking? The 1985 NAB Survey of PIC
Chairs and SDA Adm nistrators. Washington, D.C.: National Alliance of Business.
1986.

. \What Color is Your Partnership? darifying Day-to-Day PIC & SDA Rol es
and Responsibilities Under JTPA. Washington, D.C.: National Alliance of
Busi ness. Decenber 1985.

Training America —The Driver's Guide: A PIC Menber's Orientation
(audi o- cassettes and handbook). Washington, D.C.: National Alliance of
Busi ness. 1987.



JTPA (Operations at the Local Level: Coordination or D scord? Survey of
the Rel ati ons Between Service Delivery Areas and Sel ected Local Service
Agenci es. Washington, D.C.: National Alliance of Business. 1987.

Pl anni ng and Managi ng with Performance Standards: A PIC Menber's
Qui de. Washington, D.C.: National Alliance of Business. 1989.

The Targeted Jobs Tax Credit: The Tax Break That's Easy to Take.
Washi ngton, D.C.: National Alliance of Business. 1991.

Buil ding a Workforce Investnment System for Anerica. Wshington, D. C.:
National Alliance of Business. June 1992.

Real Jobs for Real People: An Enployer's Guide to Youth Apprenticeship.
Washi ngton, D.C.: National Alliance of Business. June 1992.

Text of the Job Training Partnership Act as Anended by the Job Training
Ref or m Amendnent s of 1992. Washington D.C.: National Alliance of Business.
Decenber 1992.

H gh Performance On-the-Job Training. Washington, D.C.: US
Department of Labor, Enploynment and Training Adm nistration. August 1993.

Nat i onal Association of Private Industry Councils. The Job Training Partnership
Act. A PIC Menber's CGuide to Performance Standards: A Framework for Success.
Washi ngton, D.C.: National Association of Private Industry Councils (NAPIC).
Sept ember 1986.

NAPI C Marketing Manual. Washington, D.C : National Association of
Private Industry Councils. 1991.

. An Expanded Role for PICs: Building a Wrkforce |Investnent System
Washi ngton, D.C.: National Association of Private Industry Councils. February
1993.

. PICs as Strong Boards of Directors: Devel oping the Governance
Capability of Private Industry Councils. Wshington, D.C.: National
Associ ation of Private Industry Councils. February 1993.

Nati onal Association of Private Industry Councils and the National Alliance of
Busi ness. It's About Time: A Speaker's Bureau Kit. Wshington, D.C.:

Nati onal Association of Private Industry Councils and the National Alliance of
Busi ness. 1993.

Nati onal Center for Education Statistics. Digest of Educational Statistics.
Washi ngton, D.C.: U S. Governnment Printing Office. 1993.

Nat i onal Commi ssion for Enployment Policy. The Job Training Partnership Act, A
Report by the National Comn ssion for Enploynent Policy. Wshington, D. C.:
Nat i onal Commi ssion for Enploynment Policy. Septenber 1987.

Eval uation of the Effects of JTPA Performance Standards on dients,
Services, and Costs. Washington, D.C : National Comm ssion for Enploynent
Policy. Septenber 1988.



Private Industry Councils: Exam ning Their M ssion Under the Job
Training Partnership Act. Special Report. Wshington, D.C : National
Conmi ssion for Enploynment Policy. March 1993.

Nor t hwest Wsconsin CEP, Inc. PIC Information Manual. Ashland, W sconsin:
Nor t hwest W sconsin CEP, Inc. 1993.

Ryan, Kenneth. Inside the PIC Board Room Defining Policy GQuidance and Program
Oversight. Washington, D.C.: National Alliance of Business. 1986.

U S. Departnment of Commerce, Econonics and Statistics Administration.
Statistical Abstract of the United States. Annual. 1992.

U S. Departnment of Health and Human Services and National Alliance of Business.
Meeting the Chall enges: Coordinating to Pronote Self-Sufficiency. Volune I:
Handbook. Washington, D.C.: U S. Departnent of Health and Human Servi ces.
1992.

Meeting the Chall enges: Coordinating to Pronote Sel f-Sufficiency.
Volume 11: JOBS Program Federal Funding Sources. Wshington, D.C.: U.S.
Department of Health and Human Services. 1992.

U S. Department of Labor. Bureau of Labor Statistics. “Enploynent and
Earnings.” Mnthly. Wshington, D.C.: U S. Governnent Printing Ofice. July
1993.

U S. Department of Labor and CSR, Inc. Practical Quidance for Strengthening
Private Industry Councils. Volume I: Case Studies of Exenplary PICs. Washing-
ton, D.C.: U S. Departnment of Labor and CSR, Inc. February 1990.

Practical Guidance for Strengthening Private Industry Councils. Vol une
[1: Analytic Sunmary and Recommendations. Washington, D.C.: U S. Departnent
of Labor and CSR, Inc. March 1990.

Practical Guidance for Strengthening Private Industry Councils. Vol une
[1l: Lessons FromJob Training Partners. Wshington, D.C.: U S. Departnent of
Labor and CSR, Inc. March 1990.

U S. Department of Labor. Enploynent and Trai ning Admi nistration. |nproving
the Quality of Training Under JTPA. Washington, D.C.: U S. Departnent of
Labor. 1991.

United States CGeneral Accounting Ofice. Human Resources Division. Job
Training Partnership Act: Services and Qutcones for Participants Wth Differing
Needs. Washington, D.C.: Ceneral Accounting Ofice. June 1989.

United States CGeneral Accounting Ofice. Human Resources Division. Enploynent
Service: Variations in Local Performance. Washington, D.C.: Ceneral
Accounting O fice. August, 1989.

Wl ker, Gary, et al. An Independent Sector Assessnent of the Job Training
Partnership Act —Phase 1: The Initial Transition. Chapel Hll, New York,
Syracuse: MDC, Inc., Ginker \Wal ker & Associ ates, Syracuse Research Corpora-
tion. March 1984.

Wl ker, Gary, Hilary Feldstein, and Katherine Solow. An |Independent Sector
Assessnment of the Job Training Partnership Act —Phase I1: Initial I|nplenenta-



tion. New York: G&Ginker, Wal ker & Associates. January 1985.

Wl ker, Gary, et al. An Independent Sector Assessnent of the Job Training
Partnership Act: Final Report. New York: Ginker Associates, Inc. July 1986.



